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>> Good afternoon and welcome to our webinar, Disability, Diversity, and Intersectionality:

An American Journey for CILs. I'm Carol Eubanks, Instructional Designer with ILRU. Today's presentation is brought to you by the IL‑NET training and technical assistance project for CILs and SILCs. The IL‑NET is operated through a partnership among Independent Living Research Utilization, National Council on Independent Living, Association of Programs for Rural Independent Living and Utah State University Center for Persons with Disabilities with support provided by the Administration on Community Living at the US Department of Health and Human Services. This webinar is being recorded and will be available on‑demand within a few days.  You can go to ILRU.ORG, where you will find all of the materials for the presentation including the PowerPoint, audio, transcript, and any other supplemental materials that may be posted subsequent to this presentation.

Today you'll have an opportunity to ask questions during the webinar.  If you move your cursor on the screen, you should be able to see a bar on the bottom of your screen.  And there in the middle, one of the options is Q&A and you can use that to type questions at any time, and we will address them during our Q & A breaks. Captioning will also be available by opening the CC tab on the main screen of the webinar or if you prefer, you can view the full screen captioning. You are welcome to log into the chat there and enter your questions and we will respond to them during our Q&A breaks as well. You can find the URL in the chat on the main webinar screen. (http://www.streamtext.net/player?event=ILRU)

And one final bit of housekeeping.  At the end of the webinar, an evaluation form will open in your web browser. Please do fill that out. It's short and it's easy to complete. We use them to improve the work that we do in the future.  We really would like to have your thoughts.

I would now like to introduce our moderator for today, Stanley Holbrook. Stanley is owner of S. A. Holbrook and Associates, a management consulting firm offering organizational development, diversity and inclusion training, strategic planning, and capacity building training. He was instrumental in developing the Diversity Initiative of the National Council on Independent Living. He served as the chair of the NCIL Diversity Committee and member at large of the NCIL Board for 14 years.

Welcome Stan! 

>> Thank you, Carol.  Welcome to everyone.  I'm Stan Holbrook.  We have contact information for our presenters today.  Feel free to send them questions.  After this session if you don't have things answered.  I would like you to visit the diversity and intersectionality at to find the case studies and other information gathers from this great project.  Could you move to slide four please.

>> Today's objective says are simple.

>> You will learn the purpose and framework of disability, diversity and intersectionality.  We will go with overarching findings of DDI research study that spotlight how nine centers for independent living are improving services, programs and outreach for racially, ethically, culturally and linguistically diverse groups.  The intersectionality of disability and diversity grown as disability movement began.  Elements of a dynamic and sly brand organizational cultures that promote conversations around affinities within connectedness, unconscious bias and pos change.  So we have a big lineup for you today.  A lot of information.  Next slide, please. 

Disability, diversity and intersectionality project was in collaboration with public research and evaluation services.  Conducted a three‑phase research study entitled disability, diversity and intersectionality.  To determine CILs are designing and improving services, programs and outreach for rationally ethically cultural and linguistically diverse groups.  It has been an essential part of our history.  Right now, I would like to ask Jesse Gomez if he could help us understand this a little better.  My pleasure to be with you and welcome to all of those of you who are joining us on this wonderful webinar.  We with starting with a place of who we are as an American society.  Starts with laws.  You think about our democracy, there is executive branch, legislative branch.  Fourth branch we, the people and these laws are going to speak to role of people in making a difference so that we can form a perfect union.  We look at legal basis for racial and ethnic discrimination ‑‑ Brown versus Board of Education.  That separate schools for African‑Americans and white folks are not loud.  How do we achieve a perfect unit by greater sense of equity.  We think about Civil Rights Act, landmark legislation that outlaws on other things.  How did this come about.  We are going to talk about that in a moment.  Think about legal responses to disability discrimination.  Section 504 of 1973 Rehabilitation Act profound about that.  First time in American history that it's not okay to discriminate against people with disabilities. 

Really began a journey.  We saw laws that came to four of them in housing act.  Americans with disabilities act though that if you see a through line between Civil Rights Act and disabilities act, in essence, disability act really is very clear about who we are as American society that no discrimination to people with disables.  I wanted to take a moment and bring this home.  We are going to get through a number of slide quickly.  This is from title 42 of American of disabilities act.  Society as tend to do isolate vims with disability and say despite some ‑‑ disabilities and despite some improvements ‑‑ continues to be a problem.  Discrimination against individuals with disability exist in employment, transportation, communication, voting and access to public services.  We have these phenomenal laws.  Next slide please.  That begin the basis for us.  Fourth branch of government if you will that speak to role that people who had a sense of active civic participation such people as Dr. Martin Luther King who became the recognizable person that help to advance civil rights movement.  Those of us for centers of independent living, we recognize the profound role of Ed Roberts who helped to galvanize the independent living movement in 70s and American activist.  Severe disabilities to attend the university of Berkeley and use a pioneering leader that we looked to.  I want to mention from our list of folks to look at mention from so many people, people like Johnnie Lacy.  She had a progressive disability.  She faced great odds overcame those odds and established community resource for independent living.  Why I think it's important to talk about this because it's been up to people who says, this is who our democracy form a more perfect union, what are laws that need to come to the core so that we look at mindfulness for all Americans.  Next slide please.

Role of nonprofit sector.  One of our great contributions to the world as volunteers, one of them is advance of ability to care for one another.  Nonprofit sector is known for that.  $2.26 trillion economy that puts us about economy of Italy of example.  We think about our role of centers for independent living in great movement towards perfect union assuring to advance the hopes and dreams of aspirations to realize what independent living means for them.  We think about the NC ‑‑ looking at how to advance the quality of life and through mine who we are as American experience and who we are as American people.

So for us, sense of affinities and charting the future.  Yes, we are growing in diversity.  We are growing in ethnic diversity, racial diversity.  This is where we see the intersectionality of diversity and disability in America.  Health and human service advisory committee is described living as a member of racial or ethnic minority group with a disability as a double burden due to adding sociopolitical challenges encountered.  10,000 people every say turning age 65 in America.  Common challenges and barriers.  There is a sense of disenfranchisement in low income and stigma and label.  We, the people seeking to form a more perfect unit.  Recognize the need of healthy to look at how do we advance and quality of life notify for people with disabilities and also from a diverse background as well.

It's time of change.  Those principles guide us push to due north.  So, for us, our working definition for diversity.  Differences in culture, ethnic or racial classification.  Self identification, affiliation, I invite you to read the rest of this wonderful definition of diversity.  It's important that we look at that ‑‑ the other way to think about our diversity is this, through lapping and culture ‑‑ language and culture unique to groups, how they come to understand themselves with one another and also the relationship with higher power.  You uniquely way to say ‑‑ unique way to say that it's the richness and diversity that we recognize as well.

Intersectionality expose individuals to different types of sigma and disadvantage.  We seek to form a more perfect union.  People who have said, we can do better.  We can define a loss and design that society.  That eats the great ‑‑ that's the greatest, this is level of expectation we have as a ‑‑ people.  Let's ask Carol, would you let us know what audience is asking or saying.  Take a few moments for way ‑‑ Q&A.

>> Submit your question in Q&A tab.  Does HHS recognize gender and disability as nonbinary, et cetera?

>> Let's bring in Susan who would like to join us.  We can ask Susan to join us as well.  Colleague who I've got to know and already consider a dear friend.

>> Thank you, Jesse.

>> How does DHSS define as question has been posed.  Let's have some thoughts, Stan.

>> I would like to jump in.  I'm not sure how HHS defines it.  But center for minority health is always defined when comes to transgender, black and disabled as almost a triple burden.  I don't know ‑‑ it's defined by center of minority health.  I'm not sure it's defined by HHS.  In my mind and everyone else's mind, it's a triple burden.  If you're a woman of color, transgender and have a disability.

>> And I think that's absolutely right.  I would add that there are different definitions used in laws that apply to HHS and programs within HHS.  They have different definitions of groups.  There's a section of Affordable Care Act that define disparity groups to include disability.

>> Outstanding.

>> Can we get an additional question.  Other questions that they want to take.  We have time and welcome your questions in introductory part of our webinar?

>> I have a question.

>> Yep.

>> It's for any of panelists.  In the study, can you speak to the onset of secondary conditions when comes to being a diverse population or a person with disability with color?  Can you speak of secondary conditions that may hinder quality of life, can someone speak on that?

>> I would like to try, Stan.  One of databases that is available looks at health of people with disabilities including those with disabilities.  Health inequities and health disparities.  Have less access to healthcare.  Have less access to services required.  Are less likely to be asked questions about preventive measures that can be taken.  Less likely to be receiving kinds of services or asked certain kinds of questions that would help prevent development of secondary conditions and unrelated health conditions.  As one looks at that data, one can clearly see that race and ethnicity have an impact on how people with disabilities are experiencing these inequities and show greater inequities for people who experience a double or triple bind of discrimination.  Stigma takes toll in and of itself.  Having a triple bind of takes a toll and shows up in the data of BRSF.

>> I appreciate that answer.  It's important to have peer counseling to help people with all these states.  We are set up for a lot of things because they trust us already they may not think it's important because everything else is going on in their life.  There are socioeconomic barriers to great health that lead to lack of quality life that means lack of living independently.  I want you to take that note.

>> This is Jesse.  Let me add that.  While we have these burdens of society and laws that establish this is expectation, profoundly, it's Freeman to choose and be sense of independent living that we know for staff centers for independent living.  When we ask the question for all humanity is this, what are your hopes and dreams for your future and children's future.  This is part of inalienableness to rights, liberty and pursuit of happiness that we find ways to help people to help themselves to fully realize what independently means for them.  So there is that nuance, recognition of society and, yet, let us be those places of hope and inspiration for people to find rest and that welcome to mojos help so to speak make their burden light so that we can help people fully realize their hopes and dreams for themselves and for their future as well.

Thank you, Stan.

>> Thank you.

>> Looks like we have some questions in Q&A.  Does somebody want to take the first one?  Read it for us?

>> I will read the question.

>> Okay.

>> First CIL in Berkeley was influenced by white males.  A lot of ideas and language for independent living came from that perspective.  This can make it collaging to reach ‑‑ challenging to reach out to other communities that have different concepts surrounding independent living.  What techniques would you recommend to better blend the concepts of these ideas and build an institutional knowledge to communicate to these communities to promote independent living but not be at odds with their community standards?  Would any of ‑‑ panelists like to take a stab at that?

>> This is Susan, I would like to suggest that at beginning of movement, there have been people who are black involved in the movement particularly certain people who, well, for example, there was a leader who was involved in Black Panthers at a point and celebrated every aspect of his identity and have been throughout the history throughout the movement people who are black, people who are Latino or Hispanic, people who are Asia, American, involved in the movement.  They have them featured prominently in the way the history is written.  We do need to increase the diversity and our own awareness of diversity within our own movement.  Absolutely true.

We in New York work with people of all races and ethnicities.  Our staff speak 26 languages and come from the communities that we are serving.  So we do encounter that there are people who interpret independence somewhat differently, for example.

In one community that we work with, we met people for whom the goal is to be able to support and give back to family.  That constitutes independence to them.  Maybe opening minds up to way that people ‑‑ to people's values and way they identify independence in their lives and necessary to hear the words that other people use when speaking about their disabilities.  And to think about what do they mean by those words and what are their own goals and aspirations and how do we support them in their goals?

>> Thank you.

>> This is Jesse.  Let me pick up on that too.  Great person that person is asked.  This notion of standards.  What I would say is that language and culture are very critical for how people come into the world as an example.  By age 6, people will absorb 90% of Vols from their parents by age 6.  When children find parenting with love, sensitivity and care.  They absorb the aspirations of passionates.  Fundamental question is important one because question that is universal as Susan, wonderfully point it out, through language and culture by which people find expression in ark of their journey allow to who they are.  From of have language appropriate confident services and work from what they understand from heritage and community and families.  That's an extraordinary opportunity to help us expand the university what it means to advance independent living philosophy since already has a global reach anyways.  We are more in our country discovering that global reach by virtual of growth and diversity that we see across America.  What is helpful for us is that set of values who we are as American people are strong throughout the diversity of who we are as American society as well.  Great question.

>> Jesse, could you most of us along.  That was a great question and discussion period.  We promise to have another one.  We want to stay in sync with timing that you can get everything that we have.  We will get to questions in the queue.

>> Let's move on to next item.  Can you give us background on DDI project.

>> Slide 14, please.

>> DBI project included key informant interviews and interviews with CILs to select those to complete a case study in work in diversity and intersectionality.  If you can go to next slide, please.  15.

>>   We got a lot of recommendations for CILs for work that they have done.  Part of panel that conducted interviews, identified centered and constructs preinterviews with centers to drill down to get a best practice group or exemplary practice group.  Focus group after that process where we went from 38 down to about 20, I believe.  Then ‑‑ well, actually, focus group conducted at SILC Congress.  They identified their centers.  The group suggested questions for the interviews.  Next slide, please.

As I said, 38 nominated and contacted.  20 responded and completed telephone interviews regarding interests and eligibility.  And panel reviewed and rated those 20 centers and 9 selected for case studies.  Next slide, please. 

The slide selected as you can see were Access Living, Center for Independence of the Disabled in New York, that Susan Dooha.  Center Coast Center for Independent Living.  Central Iowa Center for Independent Living.  Community Resources for Independent Living.  DisABILITY Link.  IndependenceFirst and Metropolitan Center for Independent Living.

What I want to say as all centers were doing great work and some of the centers we couldn't highlight everybody, there is a lot of work going on in IL.

So we want ‑‑ and I think it was a great learning experience.  Not only for centers but for panels myself to dig deep into what they were doing and learning what motivated them and putting together this project which is dear to my heart.  I would like Susan to give us a little bit of background about her experience.

>> What a pleasure.  I reviewed all of the case studies and had pleasure of listening to colleagues who were talking about their lessons learned, take aways from going through DDI project.  I want to share some with you that include my observations but also observations of other participating CILs from all across the country.

First, we definitely had take away messages that we want to share with you.  We shared a sense that the work of promoting diversity and intersectionality is critical now that it's a journey.  We have to look back at some of what we have accomplished together.  We also have to look critically at where we are now and be willing to do that and look forward because we agree that we have a long way to go.  It's really clear to us that communities are always changing.  And that if we want to continue to be relevant and represent our communities, our work and thinking needs to change.  That's an important take away we wanted to share.

>> We agreed that we will lose leaders along the way.  People contributed phenomenally and moved on in their lives in some way.  We bring in new leaders along the way.  That can have a huge impact on our work and moving towards greater intersectionality.  We have other opportunities as we think who we want to bring on board to help us in those tasks and thinking.

>> We need to heap listening and learning.  Listen, listen, listen came up more than once in our conversations together as participating CILs.  Next slide.

>> What underlies the ‑‑ we believe in equal opportunity and equal living and dignity of risk and believe in working together to achieve change.  We also believe that the civil rights struggles that have come before us and those that are happening right now are influential in our thinking about the work that lies ahead for us to do.  We also finally believe strongly in Declaration of Independence and promise of life, liberty and pursuit of happiness of all.  We intend to bring that to life together as people with disabilities of all races and ethnicities.  Next slide.

We have a lot of strengths that we bring to this work?  We all do strength‑plan based an ‑‑ strength‑base planning.  We nurture them to grow.  We believe in training and skill development.  We definitely have an orientation towards continually expanding our approach, our knowledge and the way that we go about doing our work.  We are deeply committed to the idea that we come from the community to dress the needs of ‑‑ address the needs of our community.  Coming from is critical.  We need to reflect in our boards and staff that sense of coming from community to address the needs of all communities.

>> We communicate our staff, our bilingual and bicultural.  We get interpreters.  We use language lines.  We hire translators to help us in the work that we do.  This is critical.  We need to be able to speak within the communities that we serve.  We need to be able to invite people in in a way that is respectful and knowledgeable and we need to be able to talk in order to do that.

We show in our policies and procedures how we engage people with disabilities of all races, ethnicities, genders and sexual orientation.  Rules that bind us together and set guidance for our work need to include our commitment to diversity.

We can look at census and other databases to check information about our status as people with disabilities in the community and how that status may be affected by race, ethnicity, gender and sexual orientation in order to address and identify and address inequities and disparities that we want to work on together.  Next slide. 

We believe that we can take action to support our work to support inclusion.  And some of the things that we can do are really very practical.  We can consider where our offices are located.  We can consider whether they are welcoming.  We can consider whether they are places that are easy to get to and that are inclusive.  We can grow within our jurisdictions and reach out within communities that we have not been a presence in before.  We can listen.  We can form relationships.  We can move the work forward by providing support.  We also can plan out step by step how we are going to improve our responsiveness.  That's something that we have to do and we do well.  Next slide.  Who our partners will be.  What topics we will undertake.  A number of centers have joined together in coalitions with groups and support groups that are working for change.  Some examples include black lives matter.  ACLU.  Immigration coalition, NAACP.  Hispanic chamber of commerce.  List goes on we are a partner, we can support movement that is are making a difference of people with disabilities within our communities and focus on the issues that are affecting people with disabilities who are black, Hispanic or Latino, Asian American or Native American by examining where we are as people with disabilities on issues related to police shooting.  School to prison pipeline, immigration issues.  Quality of schooling.  Quality of low income housing in our communities.  Lots of issues that we share together.  But that have a disparate impact and people face inequities if they have a disability and also black, for example.

Next slide.  Some take aways for us all that we wanted to share.  It's important to show respect.  I think we all appreciate that when we are shown respect.  It's important to take the time to connect.  Connecting with other people requires a lot of listening and that can be a thoughtful, slow process, we need to be willing to shift our own thinking and challenge what we consider to be normal and recognize and avoid assumptions we make in every day life, all of us.  We need to be able to challenge prejudice with facts.  We need to be able to have board and staff who reflect where we are going and we want to engage people with shared values.  We definitely want to please remember to listen, listen, listen.

Now, we are going to turn our attention a bit and welcome Jesse back.  Jesse, you and I have shared thoughts about important of organizational culture.  I would love it if you could share. 

>> Thank you so much.  Yes.  Importance of organizational culture.  I have been in private industry, foundations as chief strategy officer for urban university.  My take away is much as I ‑‑ strategic planning as this.  Culture is as important as strategy.  And I want to give you an example.  I did a strategic plan well over 20 years ago for institution and came back and did it 20 years later.  It's about 80% of same values that had been there from 20 years ago.  If we think about culture from this context.  Culture within a nonprofit organization.  Culture within our centers for independent living and the particular.  If you will, our leadership role, absence we take and the values that we say we are committed to.  That actions are in the sense offer guidelines for what that means.  For us, we have one of our value sets is mindfulness.  Mindfulness is important part of what, Susan, what you were talking about.  How do we approach a sense of invitation to recognize the journey of people and in this case where there is the burden ‑‑ perhaps sexual orientation.  And what does it mean for individual to come to our centers for independent living.  What is that broader value that guides all of us at a center in tunes of how we receive people?  That peeks to culture.  Role of slip and style leadership is always checking in to say, are we walking the talk are we further understanding what these values mean.  How well do we listen to those who have the seasonality of our services to hear from front line staff or reception is to say, how are we perceived?  How are we doing?

>> Culture that guides us in that.  I have come to believe that if we are to think about issuing facing people and intersectionality that thrill line in terms of overcoming the historical and reality of Jeremy, that does marginalize.  People determining their independent living plan.  Our culture that serves as energy that creates the kind of dynamic response model itself.  Has to do with as much of values which if you think about that.  Think about that in nothing ‑‑ has to do with with sense of intelligence.  We learn in cog active, they actually make choices in affect.  Emotions do matter.  How people feel, how employees feel.  How do we engage one another in vibrancy of organizational life that helps to advance the organization's focus on making the difference in the lives of people.  This starts to realize for us as leaders for us as employees, for us with sense of equanimity.  By and for people serving people in the community.  What is our culture.  How do we take our open sense of temperature?  How do we get our own sense of feedback?  Leadership has significant role to play in terms of understanding that culture or nurture that in a way.  Culture is like plants seeds and, you know, we nurture those seeds so that plant will grow and bear good fruit.  There's sensitivity and connectiveness about it.  Think about culture to align with notion of who they are, how do we need the needs of their hopes and dreams.  Not that we think of ‑‑ recognizing the sense of quality and dignity of person through language and culture and what hopes and dreams are for the future perform how do we embrace the richness of diversity or people with disabilities and where they want to be in their own ask journey.  This is things about culture.  When we think of data mining.  Community mapping.  Innovative partnerships.  When we start to look at journeys of people who come to United States or people who before in the United States and see the journey of humanity approximate how they overcome odds, something about human journey.  That is exciting about culture as we look to shift and grow and serve more people and serve more people from different backgrounds, what is it about our culture.  It's when you can walk in to front desk and you find culture instantaneously because has to do with emotional energy, breeding space ‑‑ freedom staff has.  This is other part of culture that I think is important.  How do we make people feel when people leave our city for independent living, how do they feel.  Their feelings matter in terms of quality of service.  That's what culture is about.

Culture is important as mission.  What your culture.  What is your culture that drove you to do extraordinary work.  Let's help our centers think about that.  Change is constant.  Growth is an intentional choice.  Change is constant.  Growth is intentional choice.  How do we nurture vibrancy in culture, we put people in that driver's seat.  Those that come to us and please want to innovate.  How do we support integration and growth.  Trying things out carefully that they can grow in ways that can create evolution of service.  It's culture.  It's that sense of when you walk into an organization and people have a sense of becoming part of that and that sense of engagement.  That's a very, very important part of culture.

>> That's a critical part of this.  How do we bring attention of these centers because they speak powerfully of having a culture and sense of connectivity.  One of the things that review the examples of these is the stories of centers.  It is a sense of dynamic.  How do people feel who they are or how they themselves determine those affinities.  Whether it's race, religion, sexual orientation.  Sense of who they are to disability.  People define themselves more than that in terms of own sense of wellness or sense of focus or belongings or connectiveness.  How do they help us to create environment that weapons people that ‑‑ welcomes people in forthright manner.  That's part of our journey.  We have awareness of organizational culture.  Our leaders act with integrity with alignment with values in engage in employees workforce.  Friend of mine who was chairman of one organization, what he discovered, when we bring a safe culture.  Freeman of expression culture and fairness to people who treated fairness that productivity whether it is for a family or organization or center for independent living or community and cases ‑‑ with countries that tends to create the environment to advanced productivity where is that freedom and sense of connectiveness where we come to us and we might be experiencing something new.  What is it about culture that allows us to slow down to think about things, how can we best serve people?  How do we consult with people and organizations who bring expertise with regard to family and culture and community that we are working with too.  We step back and think about culture in that place, we have thousand different ways for us to grow to learn to adapt and ultimately be beyond the change and be about intentionality role.  Next slide, please.

We talked about importance of culture.  I think we have few questions.  Let's take some questions and maybe you and I switch back and forth and Stan and Carol if she would like to.  Can we go to questions.  Here is a question.  Susan, I have a question for you.  I enjoyed immeasurably our conversation about culture, for Susan as executive for your center.  What is importance of culture means to you as executive and leadership role of your citizen.

>> It's critical that our culture be welcoming and we be able to listen to each other and introduce how we see the issues that we are struggling with ‑‑ listening also to what our front line staff are saying.  It's critical that people who are greeting people.  People who are listening.  Maybe doing an intake visit are heard because they are on the front lines of working with people every day.  Who are coming to us struggling and wanting to seek change in their own lives and wanting to work with us to achieve that and also to change the way things work.  That is critical to our culture.  We make sure that there are meeting that is are organization wide or cross teams within our organizations so we can see how work being done in one area or particular group of people in particular group of community affects the work that we are all doing.  People bring back ideas about what kind of systemic advocacy is needed based on what we are here in.  What are organizations in communities we observe thinking about and doing, how can we be of support.  How can we introduce ideas of disabilities to groups we have not worked with before so that we can have a real conversation about the work that we have to do together?  Those are just a few things that we need to be thinking about.  Absolutely.  And programs that we bring on and way that we work together and questioning we do of ourselves and colleagues, critical that thinking of diversity is part of every aspect of what we do.

It's part of our consideration of candidates for our board and part of everything that we do.  Important that we approach in a way that is open.  That wants to hear and integrate what we are learning into every aspect of what a CIL does.  Peer work, youth transition certainly.  And nursing facility transition to the community.  Is and preventing people from being institutionalized.  We need to be mindful in all of these things that we are listening to people who are coming to us to bring their ideas, hopes and goals.  That's really what we demand of ourselves.  And we expect in our work every day.

>> Thank you, that's wonderful.  You and I have had lots of discussions.  Not to take this webinar off point, we are actually to the point and as you were speaking, Susan, what I was thinking about, thinking about diversity in this regard, if there is a prism of light that is great in a person.  Recognizing joyfully the opportunity to be of assistance to individuals to help them discover or to help bring resources, if that broader concept of not only diversity but then of that sense of universality.  And sense of culture and work in the door.  And think about receptionist who thinks of warm and gregarious environment.  Way that expresses really the hopes and warmth of all of us.  And welcoming to people as well.  Thank you.

I know we have a little bit of time for questions.  If you would like to join us, Stan, if we could read a question or two.  I think we have quite a few questions right now.  Stan, would you be comfortable reading a question for us.

>> No problem.

>> Thank you.

>> First question.  This question wants thoughts how to collaborate with other interest groups specifically in regards to systems advocacies.  What can CILs do to focus on issue, people with disabilities supporting other groups.  How do we get them to see our issues and include us in their discussions with equal access?  I would be curious to see how other organizations would perceive this project in regards to commitment to improve persons with disabilities.  Anyone on the panel want to take a stab at that?

>> Stan, we do an enormous am of work through coalitions.  We join together with other groups to identify issues that we share.  So, for example, the issue of police shootings is an important one for our community.  Because they have included people with intellectual disabilities.  People with learning disabilities.  People with mental health disabilities.

And we are not the only ones to be recognizing this connection and this opportunity, terrific opportunity to come together and do important work.  We also participate in, for example, the immigration coalition, because we work with people with every immigration status who have disabilities and we are very concerned about the opportunities and barriers that people face when they are newcomers.  We reach out and go to coalition meetings when coalitions around, issues that concern us.  Be there criminal justice, employment.  We listen and we identify and introduce disability.  When perhaps has not been a part of the conversation.  Perhaps has not been something that people are aware of.  Sometimes people with disabilities are dive invisible when groups meet about particular issues.  We need to gradually have a sharing and opening up of thinking both on our part examine ‑‑ and people working with.  We as people with disabilities are part of life of community.  That we are affected very often disproportionately affected by issues that affect every community.

And in particular, populations that experience disparities.

>> Thank you very much.  I appreciate that answer.  Jesse, do you have anything to add?

>> If not, I will go to next question.

>> I do.  What I wanted to mention is that we held a discussion group on the director care worker shortage facing Minnesota.  We thought of our invitations up to communities richness of how we define that from step of use of diplomacy.  So that mindful of different missions of organizations mindful of people who have formed their organizations and that work as discussion group led, I think in part was part of overall, if you will, increase throughout Minnesota of urgency by Minnesotans to figure out how do we figure out director care worker shortages notably in the PCA area.  There is about 612,000 people of disabilities what we call long‑term services and support.  135,000 people in broader sense of certified nursing assistants, PCA, social services systems and others that comprise this group.  Fairly large number of people of disability it is they are serving.  When we think about diversity, we want to make certain that we are reaching out to divorce groups as well ‑‑ diverse groups as well.  This resulted in 2016 pa became part of effort listening session and then in 2017 became the direct work of Minnesota's Homestead of cabinet and some of us have been part of that.  Here is what I wanted to mention to bring it back to question as center for independent living, I think we bring a sense of care and the expertise and mindfulness what do issues such as direct care workforce gap mean for people with disabilities.  Not from standpoint as us as nonprofit, follow us as answer.  More as collaborator.  More of means of listening and gaining greater insight from people with disabilities and the broader work group that Minnesota formed to identify answers really driven by people with disabilities who have been in the forefront or in many cases parents with children with disabilities who have been playing a long‑term role.  In that regard, we saw a broader group of folks who come together, we are happy to continue to play the role we are playing.  But to Susan's points, we are reaching out beyond our comfort zone, being involved in statewide policy and recognized ‑‑ we are an advocate at system's level and more importantly conduit diplomatically making certain what we learn from people with disabilities and richness and mosaic of people's with disabilities and listening and advocating what people express their needs are for what solutions that matter to them.  So that very much are by and from people with disabilities of and a it means to collaborate multisectorally as well as sense of interdisciplinarity of folks who bring diverse ‑‑ providers as an example.  We see how do we look to make certain that newest member says have opportunity to look at long‑term service and say supports and areas and workforce developments.  It's an extraordinary journey.  What we are and what our role is in.  Larger role for government and larger role for organizations who bring from communities who is language and culture like African‑American community, Latino community and any communities as well for folks who provide services, organizations that take the lead in terms of sexual orientation.  We recognize that there is a broader group and allied group that we can be part of in journey to find solutions too.

>> One last thought for you before we turn the page, a bit, that is that oftentimes, when we are introducing ourselves to coalitions that are working on issues that affect us, we have to make them aware of what our realities are as people with disabilities.  That we are experiencing problems with people with education and getting appropriate things of schools with disabilities of races and ethnicities.  We need to share with them information how poverty is affecting our community.  We are more than familiar with what low‑wage jobs are like for people with disabilities and share real information on how we are together on these issues.  Sometimes we also have to get down to bras tax too.  Because the meeting may not be in the Oklahoma that is accessible or may not be accessibility guidelines being used in the meeting or in formulating the rally or demonstration, and we take the responsibility of introducing those concepts and helping to make it work smoothly. very often, it's a new concept for people.

>> There is a couple of more questions in the queue.  Interesting ones.  One that came to us earlier and that question was this.  How ‑‑ talks about how should ‑‑ how do you go about creating a culture that welcoming to racial ethnic culturally linguistic folks when center administrator is focused strictly on funding?  How can you turn that around?  We know the importance of funding, but how can we do that?

>> That's a terrific question.  Up of the things ‑‑ one of the things I like to share, I grew up in Detroit.  Most people think about as Detroit as a place where there are poor black people.  But I have to say throughout my grows up and ‑‑ growing up and home to visit my friends in Detroit, I am super aware of fact that there are people who are black and who also have significant resources.

Who are in the professions.  Who have a lot of knowledge and skill and ability to share.  And who have resources to share with the organization.  If the individual you are trying to influence is focused initially on resources, maybe it's important to provide some education and open up minds to thinking about resources that are available within communities, the partners of giving ‑‑ patterns of giving within different communities that may be different from patterns of giving in the white community.  And be respectful of those and think about those.  People are bringing not problems, they are bringing opportunities to wore with us including around resources and building a culture of diversity and open culture that is respectful is fundamental to being able to have conversations with people with wealth who are black or Latino or Asian American or relevant to concerns they have acknowledging the ways of giving and each community and proceeding from that.  Sometimes helps to start where people are at.

>> Stan, really great question.  And we have a sense of empathy for role of executive in fund raising.  Want to make sure that the enterprise is strong.  An opportunity for an executive director.  And, yet, executive director also has to be open to say, you know, what do I start, stop, change?

>> You could have the executive ‑‑ have a list of questions once a year, send them out and when do we have stop change.  Ask those questions and authentically listen and work on them.  It's important that we listen to feedback and it was importantly how do we make people feel who bring up the tough questions, tough questions are great opportunities to overcome barriers and long jams to being the better organization that we can aspire to be.  When folks have those questions, they have great insights to solutions too.  Nurturing culture in this regard, yes, there is a role that executive plays.  Yet, there is a role that everyone plays.  What is culture that collectively committed ourselves to advance the vibrancy of that culture and service of humanity?  One of adages that we discovered in sports years ago, you cannot perform your own belief system.  That helps leaders in advancement of leadership to say that leaders themselves can identify limiting beliefs.  So that we are not limited by beliefs.  We become people in transition overcoming beliefs.  What can stop people from reaching out is fear.  Fear is universal.  Fear can stop us because we don't understand that person.  We don't speak that language.  Means and traditions of people may not be recognizable to us.  People are people.  That's the journey.  Helping them to recognize and start from where people are at might be comfortable conversation, strong believer that promote comfortable conversation so that you create emotional breathing space for people to be to fully express.  As executives, when we nurture a safe environment, freedom of expression environment, productivity sources is off the charts.  Reaching out to create a more conducive environment can help drive fund raiding too ‑‑ how far they see that in welcoming communities.  That's a key role for leader to play.  Finding with executive and having comfortable conversation.  How do we look at great things we do and become greater so that there is a way to build on palpableness of culture.  Question for that would be what is about culture that works well and how do we extend the sense of ourselves to be a driver of change in terms of growth of culture is opportunity as well.  Stan, toss it back to you.

>> I think those are both great answers.  You said something about fear.  I thought right away if there is fear to have discussion, what kind of organizational culture has been bred right there where we cannot talk about executive.  Very important when you talk about developing organizational culture that is welcoming, that is intentional when comes to serving all.

And I one question that came up, how do you mesh two different cultures to get the result you want?  When you are going out, there is a culture of IL, can be welcoming, you need to get with an advocacy group that culture is may be different.  And how have you meshed those cultures together so it's been a win, win?  We want them to see how it's a win, win for them?  Either one of you.

>> Let me pick up to get to that answer.  I wanted to share with our audience.  I had a great honor to meet someone I admired so deeply.  Dr. Deming.  I studied with him on system of profound knowledge.  He actually became known later in life and helped the United States overcome issues of quality and speaking of Detroit.  Of auto industry.  Made a difference.  One of principles is this, drive fear out of the workplace.  In some ways, that sounds funny, that is reassuring, why?  Dr. Dunning traveled all over, fear of unknown is not just our center where there could be fear.  As much of part of human journey and organizational life that Edward found.  Recognize that people work to find a sense of pride in what they do, meaning, enjoy it.  I love that about him.  He was the curmudgeon. 

>> Drive fear to workplace had to jump here that said help nurture environment where people can find meaning and joy.  Through language and culture that people only know how to find the sense of who they are.  Sense of contribution of ark of their career of how to make that difference.  For us as leaders, breathing space to create to the question that you've asked.  Sorry to have got ‑‑ not too much on a tangent on that.  Speak to question as well in very important way becomes this.  When we can understand how we language meaning for us is to seek to understand how others language meaning for them.  That's not only for people.  It's for organizations.  We partner with large state organizations and so we are learning how to navigate between the language of state government and language of who we are as a nonprofit.  We are recognizing, that's their culture and here is our culture.  We become if you will ‑‑ cultural navigators how do we create that sense of interaction so that we are not miscommunicating and finding ways that can be congruent as well.  That's a quick top of my thought about how do we become cultural navigator and say language navigator so that we are mindful language meaning for themselves as well.

>> Stan, I think we do a lot of coalition work.  For example, we work on food issues with groups that are very occupied with the fact that poor people don't have enough food.  And they bring together many communities, communities of groups had a are black.  Community groups from every community in our city.  We identify for them as we are working together how access to food affects people with disabilities.  Even when working, we are working in wage.  That access to benefits are more critical for us to support us when we are working.  By sharing really information, we are helping to overcome a lack of knowledge and ignorance of us that can hinder our collaboration.  I really think that a lot of work on diversity is breaking through our own assumptions and ignorance.  Can be painful work having to go ‑‑ recognize that issues of women with disabilities are not in the forefront of their thinking and have to help them integrate.  Thinking about with women of disabilities.  Takes time and constant work and willingness to do that work which can be emotionally difficult to do.

>> Thank you very, very much.  I have one more question.

>> As black man with disability, I experienced more discrimination from able body advocacy groups and black lives pat matter.  How ‑‑ black lives matter.  How do we address that?

>> It takes a lot of work to find allies within the group.  Takes a lot of work to help the group become inclusive in their own thinking about who are women and what does it mean to be black and have a disability.  That is deep cultural work that needs to happen within communities.  The way each of our communities sees disability of something that has a long history and long cultural meaning and taking that apart is very tough work.   

Helpful to have allies within the group.  Within the community that has disability and demystify having a disability.  To make our experience less strange.  To find common ground.  Emotional work to do.  As a white woman, I think it's a hard struggle that you are talking about.

>> Thank you very much, Jesse, anything to add these last few minutes.

>> Yes.  Want to come back to there is a point, we learn in cognitive and we make choices in affect that we make.  If we can understand what is it mean in terms of being heard of being treated fairly and then to think about this in the broader sense when working with groups that we never worked with before, people learn in cognitive and make choices in effect of domain.  Becoming as Susan was saying living and understand ‑‑ listening and understanding how people feel what means and matters to them is important.  I think that sense of advancing nimbleness.  Sense of mindfulness and openness about human Jeremy and how people find joy of people find sense of isolation that we stay off despair.  We find ways to expand our ability to hear.  And to understand.  How people feel and the pivot point for me is back to how we started this webinar and bring it full circle is that it is about we, the people.  We do the work today of advancing of greater understanding about disability and diversity in intersectionality as American journey because of great gains that we have made because people do care, that Congress pass these laws and here is standard of what it means for us.  Why I want to pivot and bring this back is because it really is about an American journey, great experiment of democracy.  We might be one of youngest countries in the world.  We are oldest democracy in the world.  Towards a more perfect union degree of sense of ourselves is this.  Advance the ability of people that care for one another.

>> Yes, can be painful and trying.  Our generations to ‑‑ recognize let it be our journey that we did all that we could of being about advancing the ability top of people to care for one another.  I will toss it back to you, Stan.

>> Thank you very much for both those insightful.

>> Susan, would you like to give us an overview.

>> Very exciting.  Turn to next slide, please.

>> We would like to preview to next webinars that are going to get down to nuts and bolts to moving on diversity and intersectionality within ourselves.  Jesse, would you share?

>> I would love to.  We have data mining and community mapping to support DDI.  Playing well with others.  What we have been talking about.  CIL organization, culture and infrastructure and ensuring core services responsive to DDI.  Carol?  Wrap up?

>> Okay.  I can get my consumer fixed here.  Well while we were talking.  

Looks like we don't have any other questions at this time.  So I think we can start wrapping this up.  Directly following the webinar, you will see an evaluation survey to complete on your screen. The link to the survey can also be found on the training page at ilru.org.

And I think that's it guys.  So thank you so much for joining today. Bye, everybody. 
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