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BACKGROUND
On September 14, 2021, Rice Education Consulting, LLC (REdCon) entered into an
agreement with the Board of County Commissioners of Hamilton County on behalf of the
Hamilton County R3Source (HCR) to assist them with updating their Solid Waste Plan by
providing diversity, equity, and inclusion (DEI) consulting services.
HCR identified five tasks and ten deliverables (listed in the table) as part of its work
scope.

Task
1.

Evaluate current Solid
Waste District
programming and measure
DEI.

Deliverables
o
o

o

2.

Evaluate staff training.

3.

Encourage stakeholder
engagement.

o

o

o

4.

Evaluate new District
programming.
o

o

5.

Create written report with
findings and suggestions.

o

o

Develop methods of measurement.
Define specific goals and outcomes to measure DEI.

Evaluate current DEI trainings in which staff has
participated.
Suggest other trainings to help staff understand issues
surrounding DEI.
Suggest ways to increase DEI in District stakeholder
engagement.
Evaluate new programming developed during the Plan
Update process, and provide written feedback on
improving accessibility and inclusion.
Help define specific goals and outcomes to measure DEI.
Evaluate current and new programs, suggest metrics to
use in future measurement, and include any other
pertinent information discovered during the Plan Update
process.
Include suggestions to increase diversity of representation
in contractors, staff, and the Hamilton County Solid Waste
Policy Committee.
Present findings to the Hamilton County Solid Waste
Policy Committee.

To assist on the project, REdCon partnered with Ginger Cunningham & Associates of
Columbus, Ohio, as a subprime contractor.
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Together, the firms
o
o
o

researched existing data from the County;
studied practices of agencies with similar purposes; and
facilitated multiple meetings with county stakeholders including staff,
consultants, county leadership, program managers, and business owners in
the community.

Included in this document are the findings for tasks 1–3 (evaluation of current Solid
Waste District programming and measurement of DEI; evaluation of staff training; and
encouragement of stakeholder engagement), broken down by subtasks.
Note: Given the time frame, task 4 (evaluation of new District programming) is still being
evaluated. The report will be updated as the findings develop.
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Deliverable #1
PROGRAM
EVALUATIONS
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PROGRAM EVALUATION
METHODOLOGY
The goal of the project was to evaluate current Hamilton County R3Source (HCR)
programming and to measure diversity, equity, and inclusion (DEI). To accomplish this,
Rice Education Consulting, LLC (REdCon) used a six-step process:
1. REdCon met with HCR staff to clearly understand their needs.
2. REdCon and HCR brainstormed on the appropriate programs to evaluate. Ultimately,
it was decided to evaluate the following programs and services: Let’s Stop Waste at
School, Let’s Stop Waste at Work, Multifamily Recycling, Household Hazardous
Products Drop-Off/Take Back Your Home, and Residential Recycling.
3. REdCon gathered statistical information about Hamilton County demographics from
the most recent census and other community surveys, and also collected district
program statistical and qualitative information, including service area data, program
materials, and communication materials. Also, REdCon researched how other
communities, nonprofits, and businesses throughout the nation are addressing these
issues. This process allowed REdCon to develop a deeper awareness of and to identify
best practices, core themes, and common issues that communities may face when
integrating DEI best practices into their policies and practices.
4. Using the information from the previous step, REdCon developed a list of strategies to
aid HCR in the integration of DEI into their program practices. From these strategies,
we developed the measurement criteria to be used as the assessment tool.
5. REdCon recommended areas of assessment for the previously identified district
programs. The assessment areas were DEI Program Integration, Community
Engagement and Partnerships, Communications, Data and Information, and
Evaluation. The program assessment tool was to establish the baseline data used to
determine goals and outcomes to increase DEI efforts across the identified programs
and services.
6. REdCon developed specific goals and outcomes to measure future HCR programming
in the area of DEI.
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PROGRAM EVALUATION
Goal of Evaluation
To measure current programs of HCR for diversity, equity, and inclusion.
Assessment tools are used for program evaluation for the following reasons:
1. Assess whether members of underserved communities face systemic barriers in
accessing program benefits and opportunities.
2. Track the performance of DEI efforts.
3. Provide baseline data that set the vision for DEI.
4. Guide decisions around strategic resourcing and action planning.
Purpose of HCR Assessment
To establish the baseline data used to determine goals and outcomes to increase DEI
efforts across HCR’s Let’s Stop Waste at School, Let’s Stop Waste at Work, Multifamily
Recycling, Household Hazardous Products Drop-Off/Take Back Your Home, and
Residential Recycling programs and services.
NOTE: The results are not intended to penalize or expose deficits but are to be used as a
resource to identify opportunities to enhance service delivery and new program
development.
Key Terms
Diversity: All the ways in which people differ, encompassing the different characteristics
that make one individual or group different from another.
Inclusion: A sense of belonging; feeling respected, valued, and seen for who we are as
individuals.
Equity: Equal access and opportunity.
Underserved communities/populations: Communities or groups of people who face
additional barriers to access and receipt of services due to race, ethnicity, color, national
origin, disability, speaking a non-English primary language, gender, age, sexual
orientation, or geographic location.
Indicators: Evidence of change in policy, practices, structures, culture, and climate.
Indicators are formal (e.g., department and stakeholder surveys, DEI score cards, reports,
qualitative interviews) or informal (e.g., collected data from anecdotal evidence and input
from ad hoc focus groups).
Rationale: Additional notes or comments shared with the client to provide context for
the ranking.
Disaggregated data: Breaking down stakeholder information into smaller groupings,
often based on characteristics such as gender, family income, race/ethnic group, and
geographic location (e.g., city, county, zip code, census tract, neighborhood, rural, urban).
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PROGRAM EVALUATION (continued)
DEI program integration: Leaders have fully committed to serving diverse communities
through their programs and services by creating a culture of inclusion with attention to
key practices, setting clear expectations for inclusion, and aligning the
mission/goals/purpose of their programs and services to the equity issues being faced by
the communities they serve.
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Program Assessment Rubric
This rubric was used to assess the extent to which programs are promoting, integrating and/or leveraging equity and
inclusion to achieve program goals in 4 areas: DEI Integration, Community Engagement & Partnerships,
Communications, Data & Information.

Score and Descriptions
2

1
Assessment
Criteria

DEI Integration

Community
Engagement &
Partnerships

Communications

Data &
Information

3

Some evidence of past efforts to
promote, integrate and/or leverage
equity, but not extensive enough to
significantly impact program goals.

Sustained track record of varied efforts
to promote, integrate and/or leverage
equity to significantly impact program
goals.

Program focuses on
universal goals and
serving all individuals
and organizations.

Recognition that some outreach to
underserved constituencies is
needed to diversify engagement,
service election, and involvement in
programs. Some effort has been put
forth to reach underserved
constituencies.

DEI is explicitly integrated into one or
more aspects of the program; programs
are targeted in geographic areas where
the greatest inequities exist; programs
are targeted to serve communities and
populations facing disparities;
programs are provided in nontraditional settings that increase access.

District has partners
and works in
collaboratives that are
demographically
similar and driven by
historically powerful
institutions; no
partnership principles
in place

Partnerships or involvement in
collaboratives with organizations led
by those who represent historically
underrepresented constituencies;
Engaging these groups in
programming; some resources are
shared; district participates in DEI
collaboratives; some connection to
community-based organizations
representing underserved groups

Partnerships are in place with
organizations and leaders representing
populations facing disparities;
resources are shared with partners
from these communities and
populations; district has engaged these
communities and populations in
decision- making

External
communication is
universal, one size fits
all.

Use of clear, specific language about
impacted communities done in
consultation with them in describing
the district’s issues and work;
communications are tailored and
adaptive with specific media outlets
and language translations.

Communication strategy targets and
informs underserved populations of the
district’s activities; district conducts
outreach and communications to
engage these communities; media
channels are intentionally chosen and
language translation is executed to
target specific constituencies; language
translation is well resourced with
resonant cultural framing rather than
mere word translation.

Data and information
are not used.

Systems are developed and
implemented for collecting
disaggregated demographic data for
leadership and populations served
by the district and its programs; staff
are trained on best practices for
collecting, analyzing, and reporting
on disaggregated demographic data.

Disaggregated demographic data is
shared with district stakeholders;
disaggregated demographic data is
used to inform planning and decisionmaking.

Little to no evidence of
past efforts to
promote, integrate
and/or leverage equity.

This portion was written by Deborah Embry based on systems developed by Angela Park Consulting. This document is not to be duplicated and is
to be used only for the Hamilton County Recycling Project.
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PROGRAM EVALUATION (continued)
Let’s Stop Waste at School
Indicators: Information provided by HCR.
Assessment Criteria

Score Rationale

DEI Program Integration

2

Community Engagement and
Partnerships

2

Communications

1

Data and Information

1

Beginning of process. Engagement with DEI consultant.
Referenced but not listed. Schools listed but no disaggregated
demographic information available.
Not provided. Community churches and organizations contacted within
community. Not clear which step HCR is on with engagement.
No demographics appear to be measured.

Let’s Stop Waste at Work
Indicators: Information provided by HCR.
Assessment Criteria

Score Rationale
Initial steps. Considerable outreach with Cincinnati Chamber of
Commerce, local business districts, and churches. Could not ascertain
any ethnic designations.
1,394 total contacts; 65 church contacts. No indication of collaborations
with organizations led by communities of color.

DEI Program Integration

2

Community Engagement and
Partnerships

1

Communications

1

No reference of external communication vehicles being distributed.

1

Information basically captured and presented in Excel spreadsheets.
Could not determine what and if any information or data have been
presented. This complete section had limited information; essentially,
only a listing is provided.

Data and Information

Multifamily Recycling
Indicators: Information provided by Michelle Balz.
Assessment Criteria

Score Rationale

DEI Program Integration

1

Community Engagement and
Partnerships

2

Communications

1

Data and Information

2

There appears to be a lack of outreach programs that focus on DEI and
underserved communities. Goals are universal and serve individuals,
communities, and organizations that initiate contact for assistance.
Few examples of partnerships with organizations focusing on
underserved communities.
Universal communication and a general lack of a DEI focus.
Limited data and information are currently being collected and used.

This portion was written by Deborah Embry based on systems developed by Angela Park Consulting. This document is not to be duplicated
and is to be used only for the Hamilton County Recycling Project.
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PROGRAM EVALUATION (continued)
Household Hazardous Products Drop-Off/Take Back Your Home
Indicators: Information provided by HCR, their website, and inquiry to the Household Hazardous Waste office.

Assessment Criteria

Score Rationale

DEI Program Integration

2

Hazardous waste drop-off is limited. The current program could
negatively impact individuals with no access to transportation.
Hazardous material drop-off events scheduled on Saturdays allow for
religious accommodation only. No provisions for disabled residents who
may not be able to transport materials to drop-off sites.

Community Engagement

1

No partnerships or involvement with organizations of underrepresented
communities indicated. There appears to be a lack of DEI focus

Communications

1

External communication is universal. There does not appear to be
targeted communication to constituencies impacted by inability or
unwillingness to recycle hazardous waste materials.

Data and Information

1

It is not apparent that data and information are being used to measure
the effectiveness of the hazardous waste drop-off efforts from a DEI
perspective.

Residential Recycling
Indicators: Information provided by HCR and their website.
Assessment Criteria

Score Rationale

DEI Program Integration

1

Considerable outreach has been undertaken. No demographical data.

Community Engagement and
Partnerships

1

There is evidence of community partnership but no references to
historically marginalized groups.

Communications

1

No relevant connection of brochures to underserved communities (i.e.,
translations, inclusive marketing).

Data and Information

1

Data is not broken down by racial, gender, or socioeconomic groups.

This portion was written by Deborah Embry based on systems developed by Angela Park Consulting. This document is not to be
duplicated and is to be used only for the Hamilton County Recycling Project.
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GOALS
OUTCOMES
BENCHAMARKS
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Goal 1

Outcomes for Success

Ensure that HCR
delivers accessible,
inclusive, and
equitable services
and programs.

a. Programs and services are targeted in Hamilton County neighborhoods/census tracts
where the greatest inequities exist.
b. Programs are targeted to serve communities or populations facing disparities, including
people of color, people with disabilities, rural dwellers, and so on.
c. Programs and services are in place to attract, retain, and support underserved groups.
d. District has created a “barrier-free” and accessible environment for all internal and
external stakeholders (i.e., employees, customers, service users, etc.).
e. All programs reference the commitment to DEI in program descriptions, overviews, and
website.
f. A DEI program committee is established to continuously evaluate programs and
services through an equity lens.

Benchmarks and Metrics
√ Programs and services are located in underserved communities.
√ “Access” or “drop-off” centers are established in underserved communities.
√ Recycling and household hazardous waste (HHW) education and information services are available in
underserved neighborhoods.
√ Recycling or drop-off centers are placed in historically underserved areas.
√ District programs and services are reviewed using an equity lens.
√ DEI Program Committee is created.
√ DEI is embedded in program descriptions, websites, and marketing materials.
√ Facilities are accessible for people with disabilities.

Goal 2

Outcomes for Success

Invest in
community
partnerships that
inform decisionmaking and foster
full and equitable
civic participation.

a. Informal and/or formal partnerships are in place with external organizations dedicated
to specific segments of the population for input to drive HCR program and policy
design.
b. Members of communities of color and other underrepresented populations are actively
recruited to serve on advisory committees and to participate in listening sessions.
c. Resources are shared with partners from communities and populations facing
disparities.

Benchmarks and Metrics
√ Partnerships are established with community organizations made up of people of color and other
underrepresented communities.
√ Community representatives are on advisory committees that reflect the demographics of Hamilton County.
√ Listening sessions are conducted in diverse geographic locations (e.g., urban, rural, etc.).
√ Public awareness and education events are targeted to communities and populations facing disparities.

Page #9
Developed by Rice Education Consulting, LLC 2022

Hamilton County R3Source DEI Report

Goal 3

Outcomes for Success

Engage with
residents and
communities in
inclusive and
culturally
responsive ways to
move the district’s
DEI work forward.

a. District has created and completed a community engagement study, such as a survey
and/or focus groups, to review and update the district community engagement process
and implement study recommendations.
b. Communication strategy is in place to inform and educate internally and externally about
HCR services and programs.
c. District engages community stakeholders in planning and decision-making.
d. District provides community members with innovative opportunities to learn about
programs and services tailored to meet the needs of all stakeholders.
e. District encourages broader and more effective citizen engagement and collaboration by
being in places where people gather and meeting them in their community spaces to
increase accessibility and encourage participation (e.g., churches, community centers,
etc.).
f. Events are planned equitably by setting times and locations that allow community
members to participate (e.g., not scheduling events during work hours or at difficult-toreach locations).
g. District uses interpreters and translated materials to eliminate language barriers.

Benchmarks and Metrics
√ Demographic* breakdown of attendees at outreach and engagement events and activities are conducted to help
drive future initiatives.
√ Marketing materials are available in the county’s top three non-English languages.
√ Residents are served in the language of their choice.
√ Media exposure and social media mentions are DEI related.
*Key demographic data categories include race/ethnicity, gender identity, religion, age, socioeconomic status,
disability, and sexual orientation.

Goal 4
Data and research
are utilized as a tool
for decision-making
and policy and
program
development.

Outcomes for Success
a. District collects data to understand the county’s demographics for planning programs
and services.
b. District reports regularly on DEI progress to internal and external stakeholders.

Benchmarks and Metrics
√ Continually determines customer and service user satisfaction and engagement by demographics.
√ Stakeholder demographics are collected annually.
√ Community surveys are broken down by demographics annually.
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Goal 5

Outcomes for Success

Evaluate and
report on
diversity, equity,
and inclusion
efforts to ensure
accountability
and
transparency.

a. District undertakes regular monitoring and evaluation activities against DEI goals.
b. DEI metrics, indicators, and identifiers* are included in evaluations, planning, program
assessments, and accountability mechanisms from client, community, and constituent
feedback.
c. District reports publicly to staff and stakeholders to share updates and learning.
*Key identifiers include race/ethnicity, gender identity, religion, age, socioeconomic status,
disability, and sexual orientation.

Benchmarks and Metrics
√ DEI Strategic and Action Plan is communicated to all stakeholders.
√ DEI Report Card is presented to community stakeholders publicly via annual reports, blog, social media, and
newsletters.
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PROGRAM STRATEGIES
Community Engagement and Partnership Equity Strategies
1. Develop a communication strategy to inform underserved populations of the
organization’s activities and invite participation by using fact sheets, brochures,
websites, open houses, exhibits and displays in public areas, newsletters, newspaper
articles, and online events, as directed.
a. Distribute monthly newsletters (print and virtual) to all stakeholder groups,
including nonprofits, government entities, businesses, etc., with articles that focus
on building awareness of public works activities, business and nonprofit
partnership updates, and upcoming public works projects.
b. Hold monthly stakeholder individual or group meetings. Virtual sessions may also
be utilized to provide a safe setting in light of the pandemic.
2. Work to build effective informal and formal partnerships with organizations
representing underserved communities and populations.
a. Create a partnership with key stakeholder groups to work with the district in
identifying problems, generating solutions, and obtaining and soliciting reactions
to recommendations and proposed directions utilizing citizen advisory groups and
liaison groups for visioning, consensus building, and participatory sessions.
3. Share resources with partners from underserved communities.
a. Distribute marketing materials onsite at community centers, nonprofit
organizations, congregate meal sites, etc., in addition to online. Develop an online
portal, if required, for easy 24-hour, real-time access.
4. Work to engage underserved communities and populations in the organization’s
decision-making (e.g., through the board, advisory committee, committees, and
community listening sessions).
a. Gather information and ask for advice from stakeholder groups by utilizing focus
groups, surveys, interviews, questionnaires, public meetings, workshops, and
working sessions.
b. Hold outreach events in person and virtually.
c. Ensure that advisory committee membership reflects the community
demographics culturally.
d. Hold community listening sessions on major projects at community centers and
other gathering spaces.
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PROGRAM STRATEGIES
5. Develop strategies to remove barriers and create opportunities of participation by
underserved communities and populations.
a. Hold events at locations where such communities conduct life, i.e., community
centers, churches, nonprofit organizations, etc. (It is recommended that many,
if not all, of the referenced suggested engagements also encompass virtual
sessions.)

Accountability
To guarantee success the following is required:
1. Seek engagement from staff and affected stakeholders so that they can play an active
role in the decision-making process.
2. Actively seek feedback and complaints from stakeholder groups so that they can
provide direction, guidance, and resolutions.
3. Ensure that all committees are inclusive, reflecting representation of various groups.
4. Provide accessible and timely information. Ensure that draft plans for projects are
directed back to the community. Ensure that there is adequate time for affected
communities to provide feedback. Act upon suggestions from the community, as
listening sessions are essential for problem solving and resolution formation.
5. Share information, as communication is essential.
6. Design, monitor, and evaluate goals and objectives.
7. Provide miscellaneous goals-directed programming as required to achieve the optimal
DEI results.
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Deliverable #2
COMMUNITY
ENGAGEMENT
STRATEGIES
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COMMUNITY ENGAGEMENT STRATEGIES
On December 9, 2021, REdCon representatives Rico Rice and Tamala Hodge co-facilitated
a focus group with Karen Luken of Economic Environmental Solutions International. The
goal of the focus group was to explore ways Hamilton County R3Source (HCR) can
enhance its diversity, equity, and inclusion efforts toward minority business enterprises
(MBEs), women business enterprises (WBEs), and LGBTQ+ - owned businesses in the
county. Additionally, group organizers wanted to explore how HCR can be of value to the
business community and broaden the types of businesses that take part.
In attendance were HCR representatives Michelle Balz and Mary Cropenbaker.
Focus groups participants were

NAME
EWANIKI MOORE-HAWKINS
HOWARD ELLIOTT
LAURENCE JONES
JASON WINBUSH
WENDY KLEPCYK

COMPANY
Soul Palette
OTR Controls
RiskVersity
Auntie Anne’s Franchisee
Envisage Architecture, LLC

KEY INSIGHTS

1

Most of the small businesses who participated did see the value in
recycling on a personal basis. However, this had not translated over to a
business imperative, whereas other factors such as client needs and costs
had taken precedence for most in the group. However, one participant
who owns an architecture firm did find recycling to be an imperative
based on her industry.

2

To be most effective, HCR must tap in to already existing communication
channels. Many participants mentioned they are bombarded with email
communications daily, so they have to prioritize emails. Thus, another
email communication would not be effective.

3

Small businesses are driven by the needs and demands of customers (e.g.,
larger companies).
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COMMUNITY ENGAGEMENT RECOMMENDATIONS
Develop a multi-tiered communication slogan with
both a catch phrase and a call to action.
Once created, identify promotional items to distribute among companies of all sizes and
demographics.

Identify and develop relationships with influential
business groups and organizations.
Given the number of
communications these
business owners
receive, it is
recommended that
HCR establish
relationships with
existing groups and
develop mechanisms
for contributing
information to existing
materials.

Organize a meeting with procurement leaders in the
corporate space to discuss how “environmentally
conscious” can be a selection criteria.
As mentioned in the key insights, businesses are driven by the needs and demands of
their customers. If HCR can use a top-down strategy and effectively compel larger
corporations to implement environmentally conscious initiatives and criteria, then
smaller businesses, LGBTQ+-owned businesses, MBEs, and WBEs will follow.

Host quarterly events focused on environmentally safe
initiatives (e.g., shredding, ink removal). Being visible and “user friendly” is key for
small businesses, LGBTQ+-owned businesses, MBEs, and WBEs. Hosting events in their
respective communities allows businesses to dispose of harmful materials and also
leverage their influence as models for other businesses.
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Deliverable #3
STAFF
TRAINING
EVALUATION
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STAFF TRAINING EVALUATION
BACKGROUND
In September 2021, Rice Education Consulting, LLC (REdCon) was hired by Hamilton
County R3Source (HCR) as a diversity, equity, and inclusion (DEI) consultant. As part of
this contract, REdCon was tasked with
•

Evaluating current DEI trainings attended by staff; and

•

Suggesting other trainings to help staff understand issues surrounding DEI.

METHODOLOGY
To execute these tasks, REdCon deployed several tactics, including
•

Reviewing the syllabi and completing the courses (when possible) of current training
programs taken by the HCR staff to glean a better understanding of the topics
covered. The courses reviewed were Groundwater; Green Umbrella; Preparing for
Racial Equity, Diversity and Inclusion Journey; and Soul Fire Farm.

•

Conducting fact-finding meetings with key personnel to
o Learn about organizational infrastructure and policies that drive the trainings
o Understand their “why”
Participating personnel were Michelle Balz, Brad Johnson, Robert Bell, and Frank
Shiparo.

•

Hosting a facilitated discussion with departmental staff to obtain their thoughts, ideas,
and sentiments on the current program.
Creating an email feedback loop system for departmental staff to share their “wish
list” for future DEI trainings.

•

The information gathered from these initiatives was coupled with REdCon’s decades of
DEI experience to develop the following report.
KEY FINDINGS
1. The current training program lacks structure (i.e., monitoring, enforcement,
scheduling, reporting, and tracking).
2. Staff has a desire and openness for DEI training.
3. Existing offerings have a heavy emphasis on race.
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STAFF TRAINING EVALUATION
GROWTH OPPORTUNITIES WITHIN CURRENT TRAINING PROGRAM

Training topics and content. The current training offerings are geared to
a wide audience. While this can be a positive in terms of garnering multiple perspectives,
we believe that HCR efforts would be enhanced with a more tailored program.

Lack of structure. Currently, there are no mandated trainings besides the civil
treatment training that is mandated by the county. This lack of structure prevents
uniformity and may become a barrier for sustainability.

Lack of oversight. One possible reason for the lack of structure may be the lack
of oversight. Currently, no single person or entity is responsible for ensuring that
nonmandated trainings are occurring and tracked. As a result, there is no clear
knowledge or repository of what individuals are doing for training.
STRENGTHS OF CURRENT TRAINING OFFERINGS

Diverse offerings. The collection of trainings allows prospective participants to
choose from an array of trainings based upon their preference. This provides autonomy
for learners, which can be effective in reducing possible feelings of being forced to
participate. Additionally, the trainings contain different perspectives, such as traumainformed care. Lastly, participants can choose from industry-specific trainings as well as
trainings focused on individual and organizational change.

The existence of a DEI training program. Even in 2022, with
countless research data highlighting the organizational benefits of DEI, many
organizations do not have a DEI training program. The fact that a functional DEI program
is in place should be applauded. The presence of this program sends a clear message that
DEI is a priority within the department.
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EVALUATION OF CURRENT STAFF TRAININGS
GROUNDWATER TRAINING

The “groundwater” metaphor was chosen to help practitioners at all levels internalize the reality
that we live in a racially structured society, which causes racial inequity. The metaphor is based
on three observations:
1. Racial inequity looks the same across systems;
2. Socioeconomic differences do not explain the racial inequity; and,
3. Inequities are caused by systems, regardless of people’s culture or behavior.
Embracing these truths helps leaders confront the reality that all our systems, institutions, and
outcomes emanate from the racial hierarchy on which the United States was built. In other words,
we have a groundwater problem, and we need groundwater solutions. From there, we begin to
unlock transformative change.

STRENGTHS

LIMITATIONS

1. Developed by a reputable organization
2. Nationally recognized
3. Training modality
• Use of storytelling and data to illustrate core aspects
• Phased approach
1. Does not explicitly focus on other aspects of DEI such as sex, gender,
religion, age, disability, or sexual identity
2. Not specific to the needs of HCR staff

GREEN UMBRELLA

Black Flowers: A Conversation on Equity
The conversation that Black lives matter is not limited to only police violence. It also extends to climate and
environmental justice. This event starts that conversation for Cincinnati, and does it with some of our local Black
Flowers—Black and Brown professionals and practitioners working in this space. In addition to learning about the
work they do and how they do it in Cincinnati, we have special guests who share perspectives from urban
municipalities across the country and tools that can be used to help assess equity in current or proposed green
initiatives. If you are fighting against the injustices happening to and in Black and Brown communities, this event is
for you.

STRENGTHS

LIMITATIONS

1. Geared toward environmental professionals
2. Esteemed panel and facilitator
3. Specific to Cincinnati area
1. Training modality is stand-alone training that does not offer the
opportunity for follow up and/or scaffolding of learning
2. Does not explicitly focus on other aspects of DEI such as sex, gender,
religion, age, disability, or sexual identity
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EVALUATION OF CURRENT STAFF TRAININGS
GREEN UMBRELLA

Preparing for Racial Equity, Diversity, and Inclusion Journey
Through this session, attendees explore the psychological journey toward antiracism and how to account for it and
move with greater compassion and intentionality in their work. We see this workshop as foundational in furthering
the work we intend to do in the new year around diversity, equity, and inclusion.

STRENGTHS

LIMITATIONS

1. Effective facilitator
2. Focused on individual change
3. Delivered from a trauma-informed perspective
1. Training modality is stand-alone training that does not offer the
opportunity for follow up and/or scaffolding of learning
2. Does not explicitly focus on other aspects of DEI such as sex,
gender, religion, age, disability, or sexual identity
3. Not specific to the needs of HCR staff
4. Main focus is on working on self, not organizational culture

UNIVERSITY OF SOUTH FLORIDA – DIVERSITY, EQUITY, AND INCLUSION IN THE
WORKPLACE
The program consists of seven 2-hour modules, all pre-recorded from the spring session. Participants learn how
building and growing a workforce that includes different races, religions, ages, genders, sexual orientations, and
disabilities can not only improve broad society issues but also help companies develop novel business practices,
increase revenue, and improve performance. While the certificate is well-suited for human resources professionals
and C-suite leaders, organizers designed the program for people across levels and across industries.

STRENGTHS

LIMITATIONS

1. Nationally recognized
2. Training modality
o Designed with multiple modules for greater impact
o Designed for people across levels and across industries
3. Content covers multiple aspects of DEI
4. Focused on organization
1. Not specific to the needs of HCR and its staff
2. Sessions are pre-recorded, which minimizes interaction among
participants and facilitators
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EVALUATION OF CURRENT STAFF TRAININGS
CIVIL TREATMENT WORKPLACE
This behavior-based training program addresses today’s issues and underscores the business
imperatives for leveraging the cultural backgrounds, personal characteristics, and unique
experiences of all employees to truly promote and benefit from an inclusive workplace. The
course covers topics relevant to today’s workplace, such as unconscious bias, bystander
intervention, allyship, and inclusive conversations.

STRENGTHS

1.
2.
3.
4.
5.

New and current (designed in 2021)
Covers a wide array of DEI topics
Multiple sessions
Focused on the workplace and workplace interactions
Flexible training delivery options
• Instructor led (in person or virtual)
•

LIMITATIONS

Online

1. Not specific to the needs of HCR and its staff
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STAFF TRAINING RECOMMENDATIONS
Recommendation 1:

Establish an organizational training policy.

Rationale: Organizations must continuously develop employee skills, knowledge, and
competencies to support their current and future business objectives and plans.
Developing an uninterrupted learning culture where employees at all levels are
encouraged to undergo some form of DEI training leads to a thriving organization.
Benefits:
√ Clear expectations for all employees
√ Efficient and effective record keeping and data tracking
√ Continuous acquisition of new skills and knowledge that enhance the organization and
individuals
Implementation Notes:
• Assess training needs (review suggested topics under Additional Considerations).
• Establish organizational training objectives.
• Create an action plan for implementing the new policy.
• This training policy should include
- Training and development schedule (semiannually at minimum)
- Identification of trainings as required or optional
- Measurement and tracking plan for completion
- Reflection of values and culture of the organization related to individual and
organizational skill and knowledge development.

Identify and designate an individual to
lead DEI training program initiative.
Recommendation 2:

Rationale: Having a successful DEI training program begins with having a designated
leader to oversee the program and be accountable for its success. One popular quote at
REdCon is, “If

everyone owns it, no one owns it.”

Benefits:
√ Owned and managed process
√ Ensured implementation
√ Active strategic direction
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STAFF TRAINING RECOMMENDATIONS
Implementation Notes:
•
•
•
•
•

The individual should implement the training policy in Recommendation 1.
The individual should have a midlevel position or higher within the department to
ensure the necessary level of influence.
This role should be included in the work plan and performance metrics of the
responsible staff member to make it a priority in the organization.
An appropriate budget should be provided to meet the job expectations.
The DEI committee should support the development of trainings.

Assess and evaluate organizational
training needs (i.e., topics, level, etc.); update, develop
and/or introduce topics and offerings.
Recommendation 3:

Rationale: The world is constantly changing, and a training program should reflect those
changes. This assessment should be done annually or biennially to ensure that the
organizational needs are reflected in the training plan.
Benefits:
√ Streamlined processes
√ Effective and competent workforce
Implementation Notes
•
•

This work should connect directly to Recommendations 1 and 2.
See suggested topics in Additional Considerations.
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STAFF TRAINING RECOMMENDATIONS
Recommendation 4:

Develop a comprehensive DEI training

program.
Rationale: The current method of providing DEI training lacks both structure and
organization. By developing a comprehensive program, DEI training efforts would be
easier to track, be provided in various forms, and be seen by staff as a priority.
Implementation Notes:
•

Recommendation 2 is a prerequisite.

•

The training curriculum must have a clearly defined tracking process that, at the
minimum, tracks staff members’ name, training date, training length, training
description, and a training self-evaluation. Staff evaluations should also be included
for those trainings presented by HCR or its vendor.

•

With DEI training, one size does not fit all. A comprehensive training program should
consist of
o Awareness training to build participants awareness and knowledge of certain
groups and/or topics
o Skill building training that focuses on the application of learning in real-life
personal and work scenarios
o Experiential training that allows participants to be immersed in the culture of
various groups. Example experiences include museums, festivals, community
walks, community centers, and certain movies and documentaries.

•

In particular with skill building training, these trainings should be offered by job level,
meaning the DEI skills needed for a midlevel position may be different from those for
a senior level position.
The program should also have varying training modes, such as
o in-person, facilitator-led training
o online, facilitator-led training
o online, asynchronous training
o lunch and learn events

•

•

The training program should offer a wide array of topics. Currently, many training
topics focus on race. To have a comprehensive training program, topics should be
expanded to include other aspects of DEI, such as bias, sex and gender, socioeconomic
status, age, disability, and religion. Additionally, the department should offer

Page #22
Developed by Rice Education Consulting, LLC 2022

Hamilton County R3Source DEI Report

job-specific specialized training, such as environmental equity, data collection, and
information reporting.
•

Given the fast-moving society we live in and the prevalence of DEI-related issues in
popular culture, an effective training must have a clear and efficient feedback
mechanism for staff to submit ideas and request new topics for DEI training topics.
Program leaders should work quickly to address these needs by either offering the
trainings in-house or directing the interested parties to outside sources.

•

Currently, the trainings offered focus on individuals. If creating an inclusive culture is
the end goal, the training program focus should be expanded to include interpersonal
and organizational/systemic aspects of DEI. REdCon designs training using the
National Equity Project – Lens of Systemic Oppression framework. This framework
takes participants on a journey from the individual to the interpersonal to the
systemic (see Appendix for full description).

Additional Considerations

Suggested training topics (per our recommendation and based on information submitted by
staff).
GENERAL TOPICS
Primary Topics for Consideration
•
•
•
•
•
•

•

DEI 101
Cross-Cultural Communication
Social Identity
Building an Inclusive Culture
Bias
Microaggression
A Historical Framework on Civil Rights

Secondary Topics for Consideration
•
•
•
•
•

Understanding Sex and Gender
Sexual Orientation
Religion
Generational Cohort
Rules/Regulations that Effectuate DEI
Outcomes

SPECIALIZED TOPICS
1.
2.

3.

DEI and Hamilton County R3Source
Environmental Equity (e.g., food shortages)
Data Collection/Information Reporting

WRAP UP
Hamilton County R3Source has laid the foundation to implement and maintain an
impactful DEI training program by investing financial and human capital. While this
investment should be applauded, it must be built on the foundation of designating a
leader, adding structure, expanding focus areas, and providing more custom offerings.
The organization should leverage both internal and external supports to accomplish this
goal.
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NEW PROGRAM EVALUATION
METHODOLOGY
The goal of the project was to evaluate 3 new Hamilton County R3Source (HCR) programs
and to provide them with strategies to embed and ensure inclusion. To accomplish this,
Rice Education Consulting, LLC (REdCon) used a five - step process:
1.

REdCon met with HCR staff collectively to clearly understand project goals.

2.

REdCon met with the program managers of each program to understand program
specific needs.

3.

REdCon and HCR program managers brainstormed on potential initiatives to drive
inclusion.

4.

REdCon researched similar programs across the country.

5.

REdCon developed specific considerations to enhance equity, inclusion and diverse
participation within future programming.

Note: REdCon received the programs to be evaluated in early April.
Given this timeframe a thorough evaluation could not be completed as of yet.
Therefore, REdCon and HCR leadership has agreed to extend the due date.
REdCon expects that the final evaluation will be complete by 7.1.2022.
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FINAL THOUGHTS
On behalf of REdCon and GCA, I would like to thank you for entrusting us
with your Diversity, Equity and Inclusion efforts.
Over the past 7 months we have enjoyed working with the HCR staff. Your
dedication to environmental safety is apparent and infectious.
What’s more impressive, is the forward thinking and courage you have
displayed by undertaking such a project in the “spirit of excellence” and not
because you were mandated to. We truly believe that your willingness to
step-out and stretch the organization will pay dividends both internally with
the staff as well as for the greater community and folks of Hamilton County.
This document is filled with recommendations and strategies; however, I
would like to reiterate a few:
1. Prioritize and determine a time frame for goals.
2. Implement a training program to continue to develop the awareness and
ability of staff.
3. Identify partners within the communities to assist community engagement
efforts
4. Establish short-term and long-term DEI goals.

Lastly, I would like to leave you with these words from our DEI philosophy,

“Building inclusion and equity within an organization is a journey. A journey
that can be uncomfortable, hurtful and shameful but also comforting, blissful
and freeing. It requires commitment, strategy and accountability from
stakeholders.”
Sincerely,

Rico Rice
President
Rice Education Consulting, LLC
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The Lens of Systemic Oppression
Applying a Racial Equity Frame
!

“I've wanted to see beyond the Western, mechanical view of the world and see what
else might appear when the lens was changed.” – Margaret J. Wheatley
Whenever I arrive on a real location, I have to move around and work out what the best
angles are going to be. When I was moving around with the lens, I discovered things
that the naked eye would not have.” – filmmaker Pedro Almodovar

The Metaphor of A Lens
We make dozens of decisions each day that impact those we
serve. We grapple with how to respectfully reach out to new
communities and serve them in culturally responsive ways that
don’t perpetuate inequities they face. At a foundational level, we
must analyze the culture and conditions that impact the people and
places we interact with in order to aid our decision-making.
Even as an organization operating in multiple settings that manifest
a wide range of organizational patterns, policies, and practices, we
know that each site requires learning and unpacking a new set of
“rules” of operation.
As leaders for equity, our primary concern is to interrupt those rules
that serve, either implicitly or explicitly, to perpetuate opportunity
gaps for vulnerable students. To become agents of change who
make strategic and courageous decisions, we must learn to run a
set of filters, or lenses, that shift our vantage point and uncover what
the “naked eye” cannot see.

Seeing is Believing
Beliefs influence perceptions…
Perception structures reality
Reality suggest possibilities…
Choices stimulate actions
Actions affect outcomes…
Outcomes impact beliefs

Source: Steve Zuieback

!

The metaphor of a lens describes the possibility of seeing our contexts in new and revealing
ways. If seeing leads to believing, and believing ultimately shapes our actions, then we must
expand our ways of seeing to transform troubling
outcomes for young people.
USING A RACIAL EQUITY LENS
Three levels of analysis inform each lens: the
individual, the institutional, and the structural.
By applying our lens at each level, we can begin
to identify opportunities for equitable change.
No single lens can tell the whole story, but using
a strong filter allows us to stand “on the balcony”
and observe the “dance floor” below (in this case
the school or organization) with its complex set of
relationships, rules, and moves. From this aerial
viewpoint, we can think critically about our
decisions and increase the predictability that our
actions will lead to more equitable outcomes.

Individual
Institutional
Structural

The Importance of Critical Judgment
When using a racial equity lens, we must exercise critical judgment before taking action.
Critical judgment is the process of separating the essential from the non-essential, distilling any
number of decisions into those best matched to our desired outcome or vision. Critical judgment
implies a cycle of questioning, action and reflection premised on the belief that there is no “right
answer” lying in wait. Finally, critical judgment implies a leap of faith – faith that if we take a
calculated risk to disrupt the status quo, we do indeed possess the will, skill, knowledge,
capacity and emotional intelligence to adjust our actions as necessary.
Here are some key principles of critical judgment that we seek to embody:
!

I will take responsibility for what I don’t directly control -- structural racism, systemic
oppression, and all forms of bias -- and attempt to influence transformative change
within seemingly entrenched systems.

!

I will act within my “zone of proximal development” (Vygotsky, 1978), or stretch zone, to
model the types of discourse and decisions that I want adults to enact with young
people. I understand that positive behavior and modeling have a reproductive effect and
thus hold every moment with a client as sacred and teachable.

!

I will rigorously and flexibly apply my racial equity lens to assess the current culture,
conditions, and competencies needed to best serve our clients.

!

I will engage in a cycle of action and reflection, what Paolo Freire called praxis, that
allows me to learn from both successes and failures.

!

I will set personal learning goals that bring into high relief my growth areas while
committing to continuous professional development that cultivates my will, skill,
knowledge, capacity, and emotional intelligence.

The Frame of a Racial Equity Lens
The racial equity lens allows us to uncover the structures, policies, and behaviors that sustain
unequal outcomes for children. The “Western, mechanical” worldview cited by organizational
consultant and community activist Margaret Wheatley elevates the individual over the system,
which can lead to distorted perspectives on inequity. We hear frequent refrains premised on this
notion of individualism: If only that student would work harder; she just doesn’t care! Why don’t
those families invest enough in their children’s education to come to Back-to-School Night?
Such comments decontextualize the behavior of individuals from the larger system of
oppression and feed a “blame-the-victim” mentality.
In naming systemic oppression, we seek to challenge individualistic thinking and interrogate the
complex interaction of people, practices, institutions, and ideology that perpetuate inequity.
Oppression in the United States maps all too predictably to socio-economic, cultural, and racial
factors. The U.S. Census Bureau recently reported that the income gap between rich and poor
Americans grew last year to its largest margin ever. The top-earning 20% of the country
garnered nearly 50% of the income while the bottom 20%, those below the poverty line, went
home with 3.4 %. (www.census.gov)
At the same time, the United States is home to 5% of the world’s population but 25% of its
prisoners, and those incarcerated are disproportionately African American and Latino. These

statistics reveal historical patterns of inequality that, despite the gains of the civil rights era, have
persisted and even deepened over the last three decades.
As leaders for equity, we must understand our schools and organizations as part of the systemic
fabric of inequality. Failing to acknowledge this reality, we will unwittingly reproduce oppressive
dynamics that blame children for the deep-rooted opportunity gaps that hinder their growth.

Three Levels of Oppression
Systemic oppression manifests on the individual, the institutional, and the structural level,
and we offer an example of each.

Individual

A teacher holds an unconscious mental model that her students of color
are not “college material.” This belief, left unchecked, leads to lower
expectations of work quality, which allows for less rigorous teaching
methods, and finally produces a gap in the actual skills and preparation of
these very students. Similarly, a college counselor might push lowerincome students toward community colleges or job training programs
while counseling more privileged students to apply to four-year
universities. These scenarios are all too real and, we would argue, a
result of unexamined belief systems nurtured by an oppressive system.

Institutional

By institution, we mean a single school or organization with its own
internal set of norms, policies, and practices. On this level, we might
witness a discipline policy that correlates to a disproportionate number of
African American boys being sent out of class or a master schedule that
de facto tracks English Language Learners into lower-level coursework. It
may be that an organization creates a culture centered on dominant
culture that makes it inhospitable to people of color. Though one might
argue that these policies stem from individual belief systems, the
institutional lens reveals how an organization’s patterns are selfsustaining and thus more than the sum of its individual actors.

Structural

Structural oppression involves the macro-relationship between institutions
that perpetuates or even exacerbates unequal outcomes for children.
Despite its title, we would posit the “No Child Left Behind” Act as a prime
example of structural oppression. In her recent piece “A Nation’s
Education Left Behind”1, former Assistant Secretary of Education Diane
Ravitch writes
“We have now had ten years of No Child Left Behind, and we now know that
there has been very little change in the gaps between the children of the rich and
the children of the poor, between black children and white children… Just this
week, the federal government released the urban district test results and we
could see that the gap remained as large as ever. After ten years of NCLB, the
children at the bottom were still at the bottom.”

By critically analyzing this policy, we can see how politicians colluded with financial interests to
create a hollow discourse of opportunity while in fact sowing the seeds of oppression.

!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!
1

Diane Ravitch, Schools Matter, December 11, 2011

Assumptions and Questions
A racial equity lens is grounded in several assumptions that cut
across the three levels above. These assumptions help us grapple
with how and why oppression continues to play out in schools
staffed with good, well-intentioned people. What we know is that
inequitable racialized outcomes do not require racist actors. A
person can be committed to the care, well-being, and educational
progress of a child and still, unconsciously, participate in systemic
oppression.
Here are the core assumptions we offer for understanding
oppression:

“Inequitable
racialized
outcomes
do not require
racist actors.”
John Powell

•

Oppression and injustice are human creations and phenomena, built into our current
economic system, and therefore can be undone.

•

Oppression (e.g. racism, colonialism, class oppression, patriarchy, and homophobia) is
more than just the sum of individual prejudices. Its patterns are systemic and therefore
self-sustaining without dramatic interruption.

•

Systemic oppression exists at the level of institutions (harmful policies and practices)
and across structures (education, health, transportation, economy, etc) that are
interconnected and reinforcing over time.
Systemic oppression has historical antecedents. We must face our national legacy and
current manifestations of racism and economic inequality in order to transform them.

•

•

Without rigorous examination, behavior is reproductive. By default, current practices,
cultural norms and institutional arrangements foster and maintain inequitable outcomes.

•

To undo systemic oppression, we must forge multi-ethnic, multi-cultural, multi-lingual
alliances and create democratic processes that give voice to new organizing systems for
humanity.

•

Addressing oppression and bias (conscious and unconscious) inevitably raises strong
emotions in clients, and we must be prepared and trained to address these feelings.

We also offer a set of analytical questions to ask while applying this lens:
1. How do we understand the economic and racial forces behind the inequities we see?
How might we name the “system” in which we are all sitting?
2. What level of consciousness do colleagues, partners and affiliates possess about the
forces underlying inequity?
3. How are we talking about the problem we are trying to solve? Is the conversation digging
down to root causes in a way that could lead to productive action?
4. Who are the people affected by the current structure of oppression? Are they at the table?

5. Who shapes the dominant narrative about those being served at any given moment?
How are different constituents described? How would they tell their story? Is there a
counter-narrative coming from those being served?
6. What are the specific disparities/inequities we seek to eliminate through this collective
focus and action? What barriers stand in the way of achieving more equitable
outcomes?
7. What are the population and geographic targets for our effort? Specifically, for whom
and where are we trying to make a difference?
8. What will an equitable OUTCOME look like? How will we KNOW we have made
progress? When do we expect to see results? What is our timeframe?
9. Who does and does not have power in this institution, in the community? What is power
based on here?
10. How safe is it here for different people to share their truths here, and how can I foster a
culture of safety and relational trust to move forward?
11. How can I build my practice as a leader for equity, starting with who I am and how I
understand my own experiences around oppression?
12. How can I build the alliances to move forward in making decisions that interrupt
reproductive practices?

!
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Rice Education Consulting, LLC (REdCon)

COURSE CATALOG

Rice Education Consulting, LLC l PO BOX 24134 l Cincinnati, Ohio 45224
Phone: 513.518.7398
Email: info@RiceEducationConsulting.com
Web: www.RiceEducationConsulting.com

DEI 101
Length: 20 Minutes
Description:
In this course, participants will learn more about
Diversity, Equity, and Inclusion (DEI), why they are
important, how culture and bias play a role in DEI, and
how to identify individual and organizational
characteristics and behaviors of DEI.
Solo/series: Series - DEI201, DEI301
Last Updated: 03/24/2022

INC 101
Length: 10 Minutes
Description:
How do you see yourself in the world? When we are
asked this question, we often cannot help but include our
social identities. In this course, we will introduce
participants to the dominant social identities and discuss
their effect on our perspectives on life.
Solo/series: Series – INC201, INC301
Last Updated: 03/30/2022

DEI 201
Length: 5 Minutes
Description:
There are many tangible benefits that organizations
experience by having a diverse workplace. This course
will discuss the pros and benefits diverse companies
have over non-diverse companies.
Solo/series: Series – DEI101, DEI301
Last Updated: 03/25/2022

INC 201
Length: 15 Minutes
Description:
You may have heard that inclusion is important but
wondered what inclusion really means. This course
takes a deep dive into the importance of inclusion while
providing strategies to build for individuals and
organizations to build inclusion.
Solo/series: Series – INC101, INC301
Last Updated: 08/23/2021

DEI 301 (Coming soon)
Solo/series: Series – DEI101, DEI201
EQU 101
Length: 25 Minutes
Description:
Diversity is the starting point, inclusion is the highway,
and equity is the destination. However, there are barriers
to equity, potholes along the way, that individuals and
organizations must confront. While most people are
aware of harmful acts such as hate speech, harassment,
and violence, there are other small acts or micromessages that have a great impact on equity. In this
course, we provide awareness to the learner on smallmicro behaviors that can have a huge impact.
Solo/series: Series – EQU201
Last Updated: 03/25/2022
EQU 201
Length: 15 Minutes
Description:
This course will provide both an increased
understanding of the importance of disrupting or
mitigating inequity and strategies for disrupting or
reducing inequity.
Solo/series: Series – EQU101
Last Updated: 03/25/2022

Transforming Organizations.

INC 301
Length: 10 Minutes
Description:
An inclusive culture involves the full and successful
integration of diverse people into a workplace or
industry. Additionally, an inclusive culture encompasses
a commitment to workplace diversity; it is not limited
simply to basic representation. In this course, we will
discuss ways to intergrade diverse people into the
workplace.
Solo/series: Series – INC101, INC201
Last Updated: 03/30/2022
BIA 101
Length: 15 Minutes
Description:
While often referred to in a negative light, the fact is that
we all have biases. Therefore, bias is not inherently
good or bad; however, it can be a huge barrier to
diversity, equity, and inclusion when left unchecked. This
course will introduce you to both the types of bias and
forms of bias.
Solo/series: Series – BIA201
Last Updated: 08/25/2021

Transforming Perspectives.

Transforming Lives.

Rice Education Consulting, LLC l PO BOX 24134 l Cincinnati, Ohio 45224
Phone: 513.518.7398
Email: info@RiceEducationConsulting.com
Web: www.RiceEducationConsulting.com

BIA 201 (coming soon)
Solo/series: Series – BIA101
Connecting the Dots
Length: 2 Minutes
Description: This video shows how multiple forms of
violence are connected to shared protective and risk
factors.
Last Updated: 10/06/2021
Dynamics of Consent
Length: 3 Minutes
Description: This video focuses on sexual consent and
how thoughts and behaviors regarding consent can lead
to sexual assault.
Last Updated: 10/06/2021
Generational Cohorts in the Workplace
Length: 4 Minutes
Description:
The learner will have strategies to work across
generational cohorts as well as strategies, so all
generations feel respected in the workplace.
Last Updated: 08/20/2021

Analyzing the Importance of Inclusion and Diversity
Length: 20 Minutes
Description:
In this course, learners will be provided an opportunity to
define and analyze the importance and effects of
diversity and inclusion in their personal and professional
lives.
Last Updated: 07/29/2021
Historical Context – Video 1 Coverture
Length: 3 Minutes
Description: In this video, we look at the different legal
statuses of women throughout history.
Last Updated: 10/06/2021

The Impact of Positive and Negative Experiences
Length: 20 Minutes
Description:
This training will provide awareness of issues faced by
members of the LGBTQI Community. The goal is that by
making service providers aware so they can adapt their
delivery style to make members of the LGBTQI
community feel included.
Last Updated: 07/30/2021
Serving LGBTQ+ Survivors of Intimate Partner
Violence
Length: 20 Minutes
Description:
Leaving an abusive relationship or seeking assistance
can be scary and difficult for anyone in an abusive
relationship. For marginalized populations, the difficulties
of these relationships can be compounded by additional
factors. This training explores the LGBTQ community
and the additional layers of fear, anxiety, and reluctance
members of the community may have when seeking
services for intimate partner violence.
Last Updated: 07/30/2021

Transforming Organizations.

Exploring Barriers in the LGBTQ+ Community
Length: 20 Minutes
Description:
This training discusses the need for advocates to be
able to identify barriers within the LGBTQ+ Community
while also exploring solutions to reduce or eliminate
barriers.
Last Updated: 07/29/2021

Historical Context – Video 2 Gender
Length: 2 Minutes
Description: In this video, we look at the different
interpretations of gender. These differences can be
cultural or shaped by time or place.
Last Updated: 10/06/2021
Historical Context – Video 3 Privilege
Length: 2 Minutes
Description: In this video, we look at how privilege plays
a role in everyone's life, whether silently contributing to
multiple forms of violence when left unmasked or how it
can be used to advocate for others to create safer
worlds.
Last Updated: 10/06/2021
Historical Context – Video 4 Bystander
Length: 2 Minutes
Description: In this video, Bystander Effect - its
definition, history and how to intervene.
Last Updated: 10/06/2021

Transforming Perspectives.

Transforming Lives.

Rice Education Consulting, LLC l PO BOX 24134 l Cincinnati, Ohio 45224
Phone: 513.518.7398
Email: info@RiceEducationConsulting.com
Web: www.RiceEducationConsulting.com
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