
Episode 21: Tackling Racism at Work with Y-Vonne Hutchinson

Elizabeth

Y-Vonne, it is wonderful to have you here on the Women and Product Podcast. And, I am super excited
today to talk to you about your book, How To Talk To Your Boss About Race, Speaking Up Without Getting
Shut Down. And I thought we could start today by talking about who you wrote the book for and why.

Y-Vonne

Yeah. I wrote the book, most simply put, for individuals that are looking to change the systems in which
they work. So often, and I say this in the book, when I'm doing events people would come up to me and
they would be like, "You have great recommendations, but you know I'm not a manager, I'm in IT. What
could I do?" And I wasn't always really helpful in these moments, because I really... I haven't really
deeply sat down to think about it, quite often when we think of systems change we think about it from a
position of traditional power, and elevated status, and hierarchy. So, I think for me, this book was an
opportunity to speak to those folks, and to give them something. I think also in the book I sort of flip
from speaking to allies, to speaking to people from marginalized groups who are advocating on their own
behalf, I do that quite a bit.

So, I think there's a little bit in here for everyone, from the people who are coming to this work
as allies and individuals that just want to make the systems in which they operate more equitable, and
people who are marginalized, who are also looking to be empowered, to advocate for themselves in a
safe way.

Elizabeth

That's great. So, one of the things early in the book, you start off by talking about what are the signs of a
racist workplace? And, I'm guessing black people are pretty good at reading the room. But, I'm also
pretty sure that white people aren't as good. So, can you talk a little bit about that, and how to be better
aware of it?

Y-Vonne

Some of the signs that I mention in the book are just like looking at where power's distributed. So, even
if you have a workplace, and we encounter this quite often with my company, Ready Set, where you'll
see that the place is really diverse until you get to a certain level. And then from middle management up,
it looks very homogenous. Look at who has power in your organization, relatedly thinking about who
does well, what's the attrition rate for people of color, black people, verses for non-people of color,
non-black people? What do pay equity and salaries look like, who's getting the glamorous assignments,
and who's doing the sort of office housework? And I don't necessarily love that term, because I think
there's some gendered implications with it.

But who's getting the glamorous work, and who's expected to take notes, and clean up, and
arrangement, and do work that isn't recognized neither as part of their job, or something that's merit,
like reward? And just to be clear, DEI work can fall into this as well. So, just really thinking about some of
these signs, and seeing the impact of a workplace's culture and practices on a population, and really
proactively looking for who's missing.
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Elizabeth

Yeah. I love how you talk about this notion of skipping over intent, and those kinds of things, and just
looking at impact. Because that's really what matters, and it just kind of snapped me back as soon as I
saw that. A big part of the book is really, how do you talk to somebody? Hopefully your boss, or
somebody else that can influence things. How do you have that conversation? So, talk a little bit about
your recommendations, so the steps that you recommend that people go through to prepare for that
conversation.

Y-Vonne

Yeah. I have like a handy dandy eight set plan, the first step that I always recommend is like, know
yourself, figure your own stuff out. Like, understand your social identity, how you show up at places, how
it affects what you may see, and what not to see.

What role does my own privilege play in that, what role do my internalized biases play in that,
and how could I be at risk of perpetuating harm? What do I need to do to work on my style, so I'm still
not doing that?” It's really about how strategically does my identity affect how I'm heard? So, I tell this
story of... And this can happen today at Ready Set, but it's happened in the recent past, where I would
walk in the room, CEO of Ready Set, it's a diverse new strategy firm.

And I would be in a table full of executives who have called me in to talk to them with my team,
and they would talk to the white woman on my team, or the black man on my team, and not
acknowledge my presence at all. And that's hurtful, it's also like a waste of money and time. But it's like,
for me it took me a while to say like, to move beyond that hurt, which is really valid, and to move to,
"Okay, well what does this tell me about them, and how do I think about leveraging this to my
advantage?" Whether that's to collect data, to put people in front of them who they will listen to? You
know, the strategy's important, there's a lot of hurt feelings in this work, and I think we take on the
emotional burden, and it's important to recognize that that labor is there.

And at the same time, we have to think strategically if we want to be successful. So, I talk about
that as part of the identity piece. And then, you know I advocate for people to understand the context
around them, make friends, make allies. I say this in the book, that no-one does this work alone. We're
tricked in a way by our lessons of history, which highlight individuals, and downplay the role of
movements. And when I think about civil rights, when I think about suffrage, when I think about gay
rights, when I think about the labor rights movement, those all happened with collective action, with
groups of people saying, "We're going to come together, and we're going to push for something better."
And I think in the workplace this is incredibly important, because number one, you don't want to be the
person standing up there alone, pushing.

It's really easy to be a target, especially if you're a member of a minority group, or
under-represented group, and especially if you're a woman regardless of what racial background you
come from. Even our white women allies, you can become a target in a male-dominated organization
that also has a problem with racism. So, I think it's so much better to work as a collective.

But understanding your power, and where you may exert your influence. Then we actually talked
about the techniques of having a conversation. And what I just advise people is like, this conversation is
the beginning of a process. You, in some ways, are engaged in a political project of getting people closer
to your side, getting people to understand where you're coming from, getting people to actively support
you, and this conversation supports that goal. So, frame it as such in your mind, be fully present when
you're in it, don't be distracted. Practice beforehand, I always say practice in front of a mirror, and
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practice what you might hear. And then follow up after you have it, and do be prepared for some
fragility, some backlash, some pushback.

In the best-case scenarios, that's fleeting and momentary, and just kind of more of a natural
reaction, and you can get over it, especially through having repeated discussions. In the worst case it's
not, and you have to think about whether this is the right organization for you. And then finally, I give
people actions that they can take. Because like I said, this conversation is the start of something, but it in
itself is not the sole action you need to take to further a particular goal. There are things that we can do
every day in our lives to care for those, and to support those from marginalized groups, to amplify their
work, support them, sponsor them, et cetera. And then finally I talk about self-care, because when all
this is said and done, we really need to figure out how we take care of ourselves.

Elizabeth

Yeah, absolutely. You know, I love the fact that you kind of break down all these steps, and really talk
about preparation. And really, all of that preparation starts with kind of knowing yourself, and where you
are. And you used a lot of, I guess in a way, concepts or terms that I hadn't really thought about. But as
soon as they came up, I was like, "Oh, yes, of course." So, you talk about having some introspection, and
talking about your own social identity, how do you sort of... How do you show up, what do you look like,
what's your background, et cetera." But then you talked about concepts like social location, which is kind
of like, where do you fit within the hierarchy of influence wherever you are, right?

Y-Vonne

Yeah.

Elizabeth

And I thought there were some really great concepts in there that pushed me to think about things, like
you say, strategically. Some of it was understanding the journey that you're starting to walk down, and
where you are in that. But also locating yourself relative to other people to think about, what does that
mean strategically, what are all of the ways that I can influence, push back, have a say, whatever? And I
just found that fascinating, and it really made me stop and think. You know, one of the things that you
talked about here was, I think all of us start in this place... "What can I do?" Like, the people who came
up to you when you're talking.

"What can I do? I'm just an individual contributor, or I'm this, or I'm that. What can I do?" And a
lot of times, I think we all get stuck in this feeling of, "Well, what can I do? I don't have the power to
change things." And in the book, you talk about this research study which I was not familiar with, French
& Raven on the Six Bases of Social Power. Can you talk about that a little bit? Because I thought that was
so interesting, it really got me thinking about, "Oh, where do I have social power?" I hadn't really
thought of it that way.

Y-Vonne

Yeah. I love this framework too, and in some ways with the book, I was picking up frameworks from
social movement theory, the civil rights movement, et cetera, that I thought applied sort of in the
workplace. I just think there's so much we can learn from those spaces. What I love about this
framework is that I think we are taught to think about power as a binary, and in this book I really try to
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move people away from binary thinking. Like, we talk a little bit about the spectrum of allies, and
understanding that people.

It's not just that people are for you or against you, but there's a whole spectrum of support
within that. How do you leverage that? And here, we talk about power. It's not that if you have it or you
don't have it, power itself can exist in a spectrum, and there are different types of power. What I love
about the social power framework is it really talks about the power of influence, the power to change
someone's mind, which is exactly what we're trying to do here. And in that theory, French & Raven kind
of posited, well, there's six bases of social power. Reward, coercion, legitimate, referent, expert, and
informational. And I kind of talk about how all these show up.

And just to give you an example, to briefly talk about what each one is, reward is like a carrot. If
somebody does something good, you give them a cookie. There's always a joke like, we don't give out
ally cookies. I say, maybe sometimes we should give out cookies, right? Coercion is like the opposite of
that, so that's like punishment. So, when we think of creating accountability around a certain action,
somebody could be fired, demoted, somebody getting pushed out of an organization, that's sort of the
accountability part of it, that's the coercive piece. Legitimate power is like power that we're used to
thinking about. So, if you're in an organization, maybe the CEO of an organization, or a board of
directors, like the kind of standard bases for power in our society.

If you look at Twitter and quote unquote, "Cancel culture," the fact that what Twitter did was
leverage reputation and public accountability to create a mechanism to hold people accountable outside
of traditional frameworks. And in a lot of ways, that's what referent power is about. Expert power is just
knowing a lot about a thing, so if I go into a room... And I have been told to do this, and I may have done
this. "Hey, I'm the CEO of this DI firm. I have this degree from this school, da da da da da da," kind of
seen as fact.

And then finally, information is just that, who holds what information? Whether that's how to do
the thing, or information about the condition inside of a particular company. Like, Me Too was as much
about referent power as it was also about informational power, women breaking their NDAs, coming
forward, saying, "This is what's happening," and then everybody doing it at the same time. That was the
power of information, I think that's really true in tech. Like, information is power, that's why we have
that huge push to remove NDAs, and sort of the things that keep people quiet. That's where that power
lies. So I tell people, "Hey, think about all these things, think about all these different faces for power.
Which do you have?

"If you're like an IC in an organization that has a big Twitter following, or LinkedIn following, so
you may not have all of the legitimate power that you want in this particular moment. But, you sure have
a lot of referent power. How are you going to leverage that? Maybe you can team up, and talk to
somebody who has that legitimate power, and you all bring in an expert," you know what I mean? And
so, thinking about ways of that can be complimentary in a sort of a group strategy. And also identifying,
so we can empower ourselves, which we have access to. Because in my experience, you usually have
access to one or two of these things. You may not have all of them, and you may not have traditional
access to power. But there's something, there's something that you can use for your benefit to be
influential.

Elizabeth

Yeah. And I think this is such a good... This was kind of the aha moment for me about strength in
numbers, right?
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Y-Vonne

Yeah.

Elizabeth

Because if you bring a group of people together, they're going to have different bases of powers, and you
can combine those in ways that really can make a big difference. So, that really struck me as like, "Oh,
yeah, okay, I get that."

When you talk about collective power, you made this statement, that kind of whacked me upside
the head a little, which was that fixing all of the biased people in your company won't necessarily see the
end of biased outcomes, because the problem is systemic. And I think that's such a great insight, because
I do think that we often think that we're like, I don't know, fixing people, and that's probably a bad
approach. And this kind of got me away from that sort of fixing it mentality, to more like, how do you
build the power and awareness about where the systems are broken? And how do we fix them, and how
do we, collectively as a group, apply power to do that? So, with that statement, do you want to talk a
little bit more about that?

Y-Vonne

Yeah, I think... You know, there is the individual component. But look, when I first started training about
bias, everybody was talking about unconscious bias, and I was just like, "It's part of it, this really small
part." And in part, the way the framework that Ready Set uses, and that I use, is to talk about bias when
the focus is on interpersonal and systemic, has been born of that. But I say that because we saw so many
people that were like, "Oh my God, but I worked so hard on my unconscious bias. What's going on?" And
I'm like, "Well, you're a very nice person. But, you also are in this system that is super biased. Like, your
company's hiring practices, and promotion practices, also just geography, where you're situated, how
you expect people to come to..."

So, I think being aware of the systemic level of bias is really important. And I think changing a
system, changing something at a systemic level takes time. And what I talk about doing there is really
thinking, again, about how to identify that person that's going to be able to give you the change that you
want in some ways, or as a collective advocating a broader base of people to make the changes that
need to happen. And so, some of the strategies that we talk about are still very much the same. Like,
really picking persons or people that have influence, really mapping out who can influence them. I use a
few examples in the book, the first is the example of the Montgomery Boycotts, and how folks brought in
white moderates, and white allies to help change the system of racism in the US, and how that resulted
in the passage of the Civil Rights Act a year later.

I also use the example of the marriage equality question. I think there's a little bit of controversy
around marriage equality as a focus of the gay rights movements late in the 90's, early oughts, even up
until today. But, I think what's interesting is how it was achieved, and how advocates really appealed not
just to people who were voting on gay rights legislation, but people who were funding those people who
were voting, and really thinking about the levers of influence. And so, those are two examples of change
at the systemic level that happens when we really think about, where do we want to target our energies,
and who's in a position to influence the change that we want to see, whether that's a collective or an
individual. And then, how can we also reach people who might influence them?
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Elizabeth

Yeah, and that brings up this... You have an entire, I don't know, it's a chapter, or maybe it's more than
that where you talk about that spectrum of support and opposition, and how you think about that
spectrum. And, I'd like you to talk about that, because having worked in marketing, I kind of intuitively
approached it from a marketing standpoint. Which is, you never try and go convince the person who
really is not interested in your product, right?

Y-Vonne

Who's just on the edge, yeah.

Elizabeth

Right, like, how can I get those people in my boat? And then the people beyond them, how can I get
them closer to my boat, so that I can get them ready to get in my boat? And so, you talk a little bit about
that spectrum, because I just think that is... It made a ton of sense to me, the way you talked about it.

Y-Vonne

Yeah. This is a framework that I took from the Civil Rights Movement, it was the framework that they
used during the Montgomery Bus Boycott which I just mentioned. And essentially, with the spectrum of
allies, we're used to thinking that people are either for a cause or against a cause. And in fact, they're
not. And the spectrum of allies, it looks like... Imagine you have half of a circle. I like to imagine I have
half of a pie, because they're pie slices, and I love pie. So, imagine with me we have half of a pie, and the
first slice of the pie are people who strongly support you, the second slice... And they're the people who
are on your DEI committees, who are doing the book clubs, who are like, "Ra, ra, ra," all day.

There are people who passively support you, so when they pass you in the hall go, "Good job,"
see what you're doing, "It's really meaningful, that work," but they don't really do anything. And then
you have people who are neutral, who are like, "You know, I'm just here to work." And they're good,
those people are good, I'm like, "Fair, you know?"

Elizabeth

Fair.

Y-Vonne

You have people who are passively opposed, who are like, "I just care about merit," or, "Why do we
always have to talk about political things at work?" Or, "Why can't it just be about the business?" Or, "I'd
rather not work with this person, I'm not sure if they're a culture fit," whatever. And then you have the
people who are strongly opposed, who target you if you do something, who will push back, who you
might need to report to HR, who are not giving people promotions, who are not giving unbiased
performance reviews, who you don't want on a hiring panel. And so, the goal is not to get the people
who are strongly opposed all the way to being strongly supportive, that's just never going to... It's very
rare that happens.

But, the goal is to move everyone one degree over. So, you want to move your strongly
supportive into being more passively supportive, so they're not actively trying to undermine you, they're
just muttering under their breath. You want the passively supportive people to be neutral, so they just
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don't do anything, they just go to work, and then you want the neutral people to support you, so on, so
forth. I use the Civil Rights, the Montgomery Bus Boycott as an example, because it just so beautifully
illustrates how this works on the ground, even though it's a very tragic moment in history. So, during the
Montgomery Bus Boycott, the SNCC said, "Hey..." And their civil rights group said, "Hey, we're not going
to win this war with just black people supporting the civil rights movement.

"We're not going to win this with just the allies we have, we need to get more allies to our cause.
We need to convince white people. What are we going to do?" They said, "Okay, well we're going to get
a bunch of white college students, who are more likely to support us, younger, to bus down with us to
Mississippi, in the South, and register people to vote." And I think this illustrates something really
important, because we really sanitize the history, what happened there. Not all of those white students
made it back alive, right?

Elizabeth

Yeah.

Y-Vonne

And I think that's something to recognize for our allies, is that there's real risk in allyship. In any case,
they wrote their parents, and they wrote them about what they saw. Some parents who maybe just saw
a little bit here and there on the news are now hearing with their son, little Timmy was down South, and
he was seeing some horrific stuff, and he may have got beat up himself, or he may have lost a friend.
They're writing their parents saying that, and then they're coming back, and they're telling their parents
what they saw.

And then their parents are talking to their polite white neighbors, and they're like, "Do you know
what's happening to my child right now? Do we really not care?" And those parents, obviously they did
more than just talk, they started to advocate with their local political representatives, advocate on the
national level, for the Civil Rights Movement, and for civil rights in the South, and for voting rights in
particular. And then, they started to convince their white friends and allies, who may have been mildly
opposed or neutral on it, just not caring, they were like, "Well, this affects us now. Because little Timmy
went down South, he got beat up, he watched his friend die, and we didn't realize how bad it is, and now
we realize how bad it is because it's affecting us, and that's the kid that your kid played with.

"So, what are you going to do?" And eventually, that's how you sort of see this ground swell of
political support, additional support from the North, and enough support to aid in the passage of the
Civil Rights Act. And it wasn't just that, obviously, that resulted in its passage. But, it was a really
influential campaign, and it's really instructive in making us think, how do we bring people to our side?
Because it wasn't just about friendly gestures, it was about giving those folks a stake in the fight. And I
think that's also important, that we think about that as advocates, is like, when we're doing this work in
the workplace, how do we make sure allies... And speaking to you, allies, how do you make sure you feel
like you have a real stake in this fight and convince others they do as well?

Elizabeth

You know, let's talk about that for a minute. Because, I think that... You know, look at, I'm here talking to
you, and I head up an organization that has women in our title, right? And so, and you know because
we've known each other for a while, that I really got into this because of women, right? But, once I
started down that path, I really started to realize, "Oh, it can't just be women," right?
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Y-Vonne

Mm-hmm.

Elizabeth

Like, women will never succeed if we're leaving under-represented groups behind, it won't work, right?

Y-Vonne

Yep.

Elizabeth

It has to be advocating on behalf of everyone who is up against bias, and that kind of inequity. So, when
we think about that, talk a little bit about that journey, and I'll probably throw in things. And I know,
because I feel strongly that it is a journey that allies go through. And I guess that's from my own personal
experience, like I just said. I started one place, and once I got on that path I realized like, "Oh, yeah no,
it's a bigger thing here, I've got to educate myself, I've got to start thinking about these things." But,
there's a lot of people that are sort of in that section that you talked about. Like, they're sort of passively
interested. Like, "Yeah, I think that's a good idea, but I'm not really doing anything." And it always seems
to me like part of the reason that they're not doing anything is mostly because they're afraid, right?

Y-Vonne

Mm-hmm.

Elizabeth
Or, as in the example that you gave, they haven't seen enough of it to stop un-seeing it, you know what I
mean?

Y-Vonne

Yeah.

Elizabeth

To un-see it. Like, that was a thing for me. Like, once I started to really see it, I couldn't un-see the bias.
And so, then I just had to walk further into it. So, talk a little bit about that, like, how do we help allies
really... Kind of don't like that phrase, but how does that journey work, right?

Y-Vonne

Yeah. Well, I think it's really important to note, like, part of this is about knowledge, part is about
exposure, part is about understanding, but I think it's just as important to notice that people benefit
from white supremacy. And I think white women, and I say this not because I dislike white women, some
of my best friends are white women, you know? But, I think they benefit from white supremacy too, it's
a power structure that encourages participation by essentially saying, "You will never be at the bottom of
this, so long as you're not black," right?

Elizabeth
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Right.

Y-Vonne

And so, a lot of groups, even groups that may hold a different marginalized identity that's not a... A
different racially marginalized identity, or a different gender identity or whatever, will still latch onto that
benefit, because there's some power in that system for them. Like, you can have... Even women of color
who are not black, who are racist against black women, and who harbor anti-blackness. So, I think it's as
much about understanding that all of our boats are tied, as well as really confronting our own biases,
and then recognizing that access to power temporarily, and that's all really it is, ultimately it still hurts us
all. So to your point, you can't win pure gender freedom... And we could have a whole conversation
around how that's manifesting right now.

Elizabeth

Right.

Y-Vonne

We could go deep in that, because we're really sort of seeing the manifestation right now, of the limits of
the power for all women, and the fact that quite often attacks on racial minority groups are entry points
to attacks on people who are marginalized on the basis of gender, or other things. But, I think
understanding that, I think is just the sort of second step in really sort of seeing the connective parts of
that. And, I think where there's a real challenge for people who have some racial privilege, is the getting
uncomfortable. In some ways I was born uncomfortable, I was born like, "You're black," you know what I
mean? I was told, my mom said, "You're black, so it's going to be harder for you." I tell the story of how I
realized...

The day I realized I was black, I was sitting in school, and we were doing an exercise, and I had to
hold a white boy's hand, and he did not want to hold my hand, and I started crying, and the teacher
ignored me. And, blackness was just about... As much about the refusal to hold my hand, as ignoring my
tears. And yeah, and so what does that teach us? I say that as like, very early on I learned. I talked about
being in denial, I wanted to be in denial, I didn't want that to be my reality, but I learned to be
comfortable to navigate discomfort. And we talk a lot about fragility in the book, and I think that is
harder for people from... Who aren't as racially marginalized. And I think in addition to understanding, in
addition to confronting our own internalized bias, I think getting comfortable with discomfort is another
part of it.

Because, this work is not going to be comfortable. I think we're seeing that, right? Like I said, in a
lot of ways this is coming to why in society right now, where it's, we keep wanting to be comfortable. I
know that I do, especially when things are so stable. But, if anything the time is to get more
uncomfortable, so we can make these better. So, getting comfortable with discomfort is the last piece, I
guess I would suggest.

Elizabeth

Yeah. You had a great line in the book about, it almost seems like white people think that being called a
racist is actually worse than the racism itself. I think that's pretty true, actually. And, I think it's a good
way to think about it, right? Like...
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Y-Vonne

Yeah.

Elizabeth

If you are going to take on this work, you do have to be willing to look hard at the things that you
personally have benefited from. And, understand the impact that that has had on others, and decide
that you want to change that for yourself, and for others. So, yeah, it's tough. And I just try and
encourage people, like, it's a process. We're all going to make mistakes, we're all going to have tears,
we're all going to feel like shit at times. It's okay. But on the other side of that, we're all going to feel a lot
better about everything, right?

Y-Vonne

Right.

Elizabeth

So, let's walk in that path, and rather than stay here stuck in a really crappy place, so... So, I know that
your book is... It seems to me like it's primarily geared towards addressing racism, mostly against black
Americans, because there's a lot of that. But, do you think these principals apply where other forms of
racism, or for... I mean, certainly we've seen a lot of racism against Asian-Americans], right?

Y-Vonne

Right, and I do talk about it in my book a little bit as well, yeah, yeah, yeah. I think there's for me... And
again, this is like, we talk about our own sort of blind spots. I am steeped in anti-blackness, and
anti-black racism, and in some ways that's foundational to the structure, how we think about race in our
country. So, there's a default to that. But in the book, I also try to acknowledge there's not just
anti-black, it's anti-Latino, it's anti-Asian. And these marginalizations can show up in very different ways,
particularly in the workplace, where different stereotypes and different expectations mean different
groups are facing bias in different ways. Ultimately, I hope that the principles in the book speak to that. I
also think the principles, a lot of the strategies that I use in the book were taken from other movements,
and can be applied to other movements.

I think the strategies in this book are just as relevant to anti-racism as they are to fighting sexism
in the workplace. I can't speak for trans folks, I don't want to speak on behalf of another community. But,
I think there may be some overlap is there. I know that movements like immigration movements have
taken... Have borrowed from these movements as well. So, I think that it can speak to a lot of different
types of marginalization, we haven't even talked about ableism at work. And I think if there's some
overlap there, particularly when we also think about... And we haven't touched on this quite as much yet
in our conversations. But, the role that backlash plays, I always thought that backlash was something
that was unique to racism.

You know, I read the book, White Fragility, like everybody else. But we're also seeing this so
much with the Me Too movement, and the gay rights movement, and the trans rights movement. And
essentially every movement of progress that has taken place for the past 50 years, we're now seeing
more visible... I will say popular, because actually I think these movements are still pretty popular. But,
visible and virulent pushback, in a way that I didn't think necessarily when I was writing the book, but
now I see like, "Oh, the principle's behind that too."
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Elizabeth

Yeah, I think that you're absolutely right. I mean, and I think it's on a lot of different fronts right now. I
think in a lot of ways, women, and let's just be honest, white women thought that our rights were
getting better, and relatively safe. And I think that that notion has been challenged rather severely in the
last some number of years. And I think in some ways, that may be helpful in helping us to recognize that
our causes are linked together, and not being willing to ride along on the coattails of white supremacy,
and really take a step back and say, "Yep, no, not going with that." So, I want to kind of be respectful of
time here. But, I really wanted to kind of close with just asking you for a couple of recommendations.

I mean, I know that people, when they listen to things like this, they're always looking for a few
things that you would recommend that they do as sort of next steps. And it could be anything, it could
be... My recommendation would be, read Y-Vonne's book. But, you may have some other ones to add to
that.

Y-Vonne

Another recommendation besides buy my book? Oh, I don't know. No, good. But yeah, in the later part
of the book I talk about some actions that you can take tomorrow. I want to take like a hopeful. I
understand like, we're in really dark times right now. But, I also think that there's a power that people
have, you have the power where you're sitting right now, whatever, to make somebody's day better, you
have the power to help them heal from harm. And, every day we get to make a decision about whether
we're going to use that power or not, right? And I think today about all the... I mean, I'm in like such a...
In not a bad place emotionally, but just like, I feel really affected by recent events, as a black woman, as a
mother, et cetera.

And I just, it is so powerful when I have the interaction where someone just is really nice to me,
and gives me a compliment, is encouraging, highlights my work. We can choose to interact with others
that way. I mean, it goes beyond that, but let's start with being a nice human as a baseline. You know, I
think that in my book I talk about the power of sponsorship, so mentorship. And as women, I feel like we
all have that experience of getting mentored up the wazoo. And sometimes it's helpful because it's not,
and for us mentorship a lot of times shows up as how to fix your personality, and not necessarily about
your potential, or thinking about your career strategically. And I think we should move into thinking
about sponsorship a little bit more.

And sponsorship's really where you're advocating for people who aren't in the room. So, whose
work are you highlighting when you're not there, who are you recommending for opportunity, for
promotion, who are you putting a good word in for, who are you keeping an eye out for and bringing
information back to? So, I think sponsorship is one of those things. I also say interrupting bias where we
see it, I think that's one of the most powerful ways that we shape our cultures. You know, you could have
a value statement all day. But if people get to go around making racist and sexist jokes, and with no
realization and no whatever, then that's your culture. So, really interrupting bias in the moment, creating
friction around that, and making sure people understand that it's not okay, whether it's in jest or not, to
act in that way.

And pushing back on those sort of micro-interactions where you can, and really creating some
friction around people engaging in biased ways, and making sure they know that that's not a socially
acceptable thing to do. There are more recommendations in my book, but I would definitely start there.
And then, I also talk in my book quite a bit about self-care. The last chapter of the book was really hard
to write, because in the book, in that chapter I sort of go through the chronology of signing the book
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deal up until the last chapter, I wrote the last chapter. And, during that time I signed a book deal, I wrote
a book proposal when I was about eight months pregnant, nine months pregnant, I signed a book deal,
started writing at nine months.

And so, I think we need the self-care routines, the ability to take that space, if we're going to
survive for ourselves and for others, you know?

Elizabeth

Yeah.

Y-Vonne

So, that's a big piece of advice I would give people as well.

Elizabeth

Yeah. I mean, I think that that has become so important for so many people in the face of the pandemic,
and all of the challenges, and certainly people who've had less challenges than you've had to deal with.
But that is really taking a step back, and understanding what it takes to make sure that you are not only
healthy and whole, but are filled up with good things, right?

Y-Vonne

Mm-hmm, mm-hmm.

Elizabeth

It's an important part of life, and not one for any of us to ignore, so yeah. Anyway. So, thank you.

Y-Vonne

Well, thank you, thank you for having me.
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