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Adapted from Dismantling Racism: A Workbook for Social Change Groups, by Kenneth Jones and Tema Okun, ChangeWork, 2001 &
Emergent strategy: shaping change, changing worlds, adrienne mariee brown (AK Press 2017)

For each continuum below, circle the number that most closely corresponds to your organization’s culture, mindset, or ethos. When you’re done, tally up the numbers and write the sum here: ________________

	1. We need to do the work perfectly before we put ourselves out there; there is no room for mistakes
	1     2     3    4    5
	We are imperfect and have a lot to learn; but that shouldn’t stop us from doing the work.

	2. We should avoid taking risks until we are certain of success; let’s think carefully before jumping in
	1     2     3    4    5
	Risks are opportunities to practice, fail, and learn from our failures; we should embrace risk and dive into the work instead of being paralyzed.

	3. Conflict and tension create too much drama (it rocks the boat and makes waves), and distract us from the work; we should avoid conflict, and focus on where we agree.
	1     2     3    4    5
	Conflict, when managed well, is an opportunity to be creative in our solutions; productive conflict brings different perspectives to the table, which helps us innovate. People should feel free to disagree, speak up/out, and voice their opinions.

	4. We are strongly attached to deadlines and need to learn how to get the work done more efficiently; it is an imperative that we have a JEDI plan in place by the end of this year.
	1     2     3    4    5
	If we slow down and take time to be mindful and intentional, we will be able to make better decisions.

	5. Our organizational hierarchy is important and there are certain keepers of key information and know-how about our functions; leadership believes they are acting in the best interests of the organization and view any demands for change as undermining or ill-informed, and a threat.
	1     2     3    4    5 
	Our organization feels more egalitarian; leaders make sure they share their power and are constantly delegating work and mentoring their staff to become future leaders

	6. Our organizational impact is measured by numbers and metrics attached to various initiatives, which may include numbers of grants written, programs executed, dollars raised, etc.
	1     2     3    4    5
	Our organizational impact is measured by more qualitative indicators, including knowledge and skills acquired, efforts spent on consensus building, and the type, depth and nature of partnerships.

	7. Staff performance is measured by their completing particular deliverables in a work plan
	1     2     3    4    5
	Staff performance is measured by the work that they put into a project and the knowledge and skills that they acquire that is relevant to their jobs

	8. When a decision needs to be made, those in power make the decisions unilaterally or ask for input and may or may not take that input into account when they make their final decisions.
	1     2     3    4    5
	When a decision needs to be made, those in power make sure everyone agrees on a course of action before making the final decision.

	9. If it’s not in a memo, written guideline, or in standard operating procedures, it does not exist. It is important that we document everything and strict to the written word.
	1     2     3    4    5
	Though some things should be written, we need to leave room for interpretation and not literally interpret documents or rely on documents to guide our actions; circumstances may change, and so may the ways we approach certain work. We should trust people.

	10. We base our decisions on facts, research, and proof points; emotions have no role in our decisionmaking, nor do opinions or judgments that aren’t based in objective facts.
	1     2     3    4    5
	We base our decisions on a set of values that we know to be right irrespective of whether there are proof points associated with those values. Opinions and feelings are valuable sources of information when making decisions.

	11. We have a set way of doing things that have worked for us in the past. We think, “if it’s not broken, why fix it?” We’re deeply rooted in traditions.
	1     2     3    4    5
	We seek opportunities to shift our work in service of our values, even if we can’t identify any immediate issues that need addressing.

	12. We are really nice, kind people in my organization. We are always polite, don’t make waves, and don’t talk about personal or sticky issues in the office. Raising difficult issues is seen as impolite, rude, or out of line.
	1     2     3    4    5
	We know that though we all strive to be well-intended individuals, we have impacts on others and our work culture values talking about difficult issues, including issues based on people’s identities, biases, and their impact on others.

	13. In our organization work happens in a linear fashion. There is always an order of operations or a flow chart, with timelines, interim milestones, and deliverables.
	1     2     3    4    5
	In our organization work happens in a nonlinear fashion. It may seem like organized chaos but growth happens in fits and spurts in different departments and programs, and sometimes people need to have the same conversation multiple times to make a decision. As long as we’re moving toward something, it doesn’t matter what happens first.

	14. The people and resources we rely upon (frameworks, books, experts, articles, etc.) are generally white or white-authored.
	1     2     3    4    5
	We consistently try to tackle race bias in our resources, and make sure to read and learn from people of different races, ethnicities, and other identities.

	15. Our organization exists to serve a group of people who have been underserved, under-resourced, or marginalized.
	1     2     3    4    5
	Our organization partners with communities who face more barriers to resources and opportunities by sharing power, engaging with these communities in an equitable way, and letting the communities lead in the vision. We don’t describe communities within a deficit framework (e.g., “under”-resourced)
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