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[bookmark: _heading=h.cx6l3i813l3k]Equity Pause Conversation Guide
The goal of this guide is to help you establish equity pause rhythms within your organization. Achieving equity is an ongoing process that extends beyond a single webinar or training session. Advocating for diversity, equity, inclusion, and antiracism (DEIA) principles necessitates pushing beyond conventional norms, consistently questioning biases, and avoiding the inadvertent reinforcement of existing inequities in our systems. To challenge our thought patterns, it's essential to slow down, reflect, share, and listen. An equity pause is a designated time to interrupt a process, allowing for reflection on our learning, revisiting shared goals, and identifying areas for improvement in fostering racial equity and inclusion. It serves as an initial step to recognize, acknowledge, and address obstacles hindering equity.


Equity Pause in Action
Schedule a designated meeting and pose the following questions* to inspire reflection and discussion among your team. The central focus of the meeting should be to create an environment that encourages sharing the voices, needs, and lived experiences of those collaborating with you who bring diverse perspectives.

Here are some questions to discuss with the team during a hiring process, talent development, or leadership coaching:

· Acknowledgments: What and who would you like to celebrate regarding DEIA practices at this step in our process? 
· Goals: Are we moving towards improved equity and inclusion practices? Are we doing enough to meet our goals? Do these goals need to change?
· Process & Practice: Are we prioritizing the right processes to support equity? Do we need to update our practices and processes to make more progress?
· Implicit Biases: Where are our blindspots and biases? How are they showing themselves in our practices? What impact are they having on equity?
· Inclusion: Who are we not hearing from? Why? 
· Awareness: What would we like to say that has yet to be said? 
· Relationships: Is this conversation supporting personal and professional progress toward equity? Is this conversation supporting a stronger community for our team?
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Checking Unconscious Biases
This activity can be completed in two parts. To begin, individuals might start by reflecting on unconscious biases. After individual reflection is completed, everyone can come together and share their reflections.

Part 1: Individual Reflection 
· What is the difference between being reactive and being responsive?
· How do these feelings feel differently in your body?
· How do these feelings show up differently in your actions?

Part 2: Share 
As a group, share what came up during individual reflection.

[bookmark: _heading=h.yypdrdf7u2wi]Questions for Consideration
The questions listed below can be built into your timeline proactively or used during a pause to generate reflection on questions responsively. 
· How does my identity, power, and privilege impact how I see/approach this work?
· How and by whom has a problem been defined in the past? Are we considering historical contexts?
· Who is at the margins in terms of stakeholders in this context? (i.e., who is historically disenfranchised?)
· What would we like to say that has yet to be said? Who are we not hearing from? Why?
· Whose preferences are being met with this approach and whose are not?
· Have we invited multiple perspectives and created an environment that encourages everyone to share without fear or judgment?
· Are we unintentionally upholding white dominant culture norms in our work?
· How are we creating conditions to get feedback so that it is safe to fail and learn?



Notice & Set Equity Intentions
The Notice & Set Equity Intentions Guide is designed to help you maintain a commitment to equity while encouraging leadership to refocus your attention. Make these components your own; sequence them as you see fit and adapt them to suit your processes and systems. 
 
Notice: Notice when your team is invested in developing self-awareness methods, naming power dynamics, or rethinking aspects of your work. 
· Key Questions to Ask
· Who am I? Who are we collectively as a group who works together? 
· What is my relationship to power? What is my team’s relationship to power? 
· What realities and constraints do we need to understand and address in our work?

Reflect: Reflect on team health, team intentions, and the impact your work has individually, interpersonally, institutionally, and systematically. 
· Key Questions to Ask
· Do our processes, methods, and dynamics demonstrate or enhance equitable practices?
· How might cultural norms trigger unconscious biases that impede our work and relationships?
· How does our internal landscape affect our ability to express vulnerability in our work?
· How can we eliminate distressing emotions so that we can craft an equitable space?

[bookmark: _heading=h.ze5if7v4zcvk]Acknowledge the System: Acknowledging the system allows us to identify potential equity challenges, consider how the system produces these challenges, and determine what we need to learn to practice empathy in our work. 
· Key Questions to Ask
· What inequitable practices or patterns continue to arise?
· What structures and systems are contributing to these inequitable practices or patterns?
· What has been emerging in our system relative to these patterns?

[bookmark: _heading=h.hzp71xz6hbrw]Empathize: Promote opportunities that encourage the understanding of experiences, emotions, and motivations for other people and communities. Empathize out of love and curiosity.
· Key Questions to Ask
· How might we build authentic relationships instead of creating transactional experiences?
· How might someone’s individual experience affect the level of trust between us?
· How might we respond as learners, not ‘fixers’ or ‘solvers’? 
[bookmark: _heading=h.w55dtx5tv2xq]
Define: Cultivate a unilateral, cohesive point of view that merges your team’s perspectives about how to handle challenging equity situations and the corresponding needs of the community. You want to see if you’re ready to design solutions or if you’re still understanding and learning about equity challenges.  
· Key Questions to Ask
· What do you people identify as their needs and core equity challenges?
· Who has defined problems in the past? Did they consider the contexts of the community?
· How might we bring different perspectives together for collaborative efforts and defining our solutions?
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[bookmark: _heading=h.i4trarxi6q97]Imagine: Take the time to brainstorm and imagine creative solutions that might lead to innovative approaches and solutions to equity challenges.
· Key Questions to Ask
· Have we invited multiple perspectives and created an environment where everyone is encouraged to share ideas without fear?
· Is the brainstorming process accessible and open to everyone? Did we select methods that allow all people to contribute according to their strengths (i.e., visually, verbally, and physically?)
· Are we open to ideas that might currently feel impossible?
[bookmark: _heading=h.i4mgu9hk2k0d]Create: Build rough drafts of what you’re working on to test ideas. Designing for equity requires creative experimentation.
· Key Questions to Ask
· How do we create a prototype of something that invites community and collaboration?
· What will this version teach us about the situation, system, and the problem?
· What are we trying to learn, and how are we trying to learn it?
· Will our design support equitable solutions?



Equity Pause Questions for Planning
The following questions might be meaningful to ask during different phases of the project design process.

	Planning Phase
	Stakeholder Engagement & Current State Analysis
	Design, Prototype, Test
	Implementation

	Have I planned for multiple types of engagement opportunities to ensure that those who are holding the least amount of positional power have opportunities to engage throughout the work?
	What do you anticipate to hear from other stakeholders? 

How are you and other decision-makers preparing to address gaps in your hypothesis and the lived experience of others?
	What are the ripple effects of the decisions being made? 

Who can review these to ensure we are being mindful of ripple effects across different groups?
	Have I helped the client to create multiple modalities/ways of sharing information with their organization to ensure accessibility and equity of access?

	How might my identity, biases, and preferences impact how I orient to this design? What about that of the project team?
	How was this process framed to each stakeholder? 
How might that impact their input?
	How are we gathering feedback? 

Are there a variety of ways for folks to engage? 

How do we set up our feedback system to be able to review it for impacts by identity groups?
	Is the terminology used in implementation materials accessible for staff at all levels of the organization? 

	Have I asked someone else to review my thinking about the project plan / approach?
	Have we considered how respective stakeholder groups engaged in this work? 

If not, how do we prioritize finding out? 
	Who is involved in the “feedback” part of the design process (where the iteration is happening)?

Is there underrepresentation in terms of race, gender, positional power, etc.? 
	Who is being positioned as the leader of the roll-out and do they have everything they need to feel supported?

	Have I probed on the client team’s representation (who is in the room, etc. from a race, gender, background standpoint)?
	How are we building varied opportunities and touchpoints for people who may not be comfortable sharing certain spaces? 
	Which voices are louder? 

Who has more power and privilege here?

How might this impact what we hear and what we integrate?
	Have we built in opportunities for learning and engagement that would ensure those who are holding the least amount of positional power can share their reactions without fear of repercussion?
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