
 

 

 

 

 

 

 

 

- Hello, everyone. Welcome to Hummingbird Hour. This is our weekly conversation series celebrating Hummingbird's 
one year anniversary. We launched Hummingbird Humanity in May of 2020, at the height of the pandemic, and today's 
episode of our conversation series is centered around a moment that affected all of us last May which was the tragic and 
terrible murder of George Floyd. And in the spirit of our work in diversity, equity and inclusion and working to make the 
world a better place, I've invited three of Hummingbird Humanity's colleagues to join the conversation with us. So again, 
welcome everyone. My name is Brian McComak. For those of you who may not know me, I am the Founder and CEO of 
Hummingbird Humanity, and today, I am joined by Andre Herring, Bryce Celotto and JD Valladres-Williams, all three 
individuals who I've had the privilege and honor to work with and to learn from over the last year since we've launched 
Hummingbird. And, I think, as we've all really learned, there is a lot of work for us to do, certainly, around the globe, but 
definitely, in the United States and how we engage and respect and value, not only the capabilities, but also just the 
lives of black and brown people. And I have invited them on the eve of the anniversary of George Floyd's murder to talk 
to us about allyship against hate and what we can all do differently and better to support communities of color. So with 
that, I'm going to pass it over to Andre to kick us off and I'm going to head to the background. After you, gents. 

 

- Thank you so much, Brian. I'm actually really grateful to be here as well, thank you and I'm so happy to be in 
community with Bryce and JD. My name is Andre Herring. I am part of the Hummingbird Humanity team. I identify as 
this gender, queer black man who's mentally ill, and I wanna also recognize, like Brian mentioned, that tomorrow is the 
one-year anniversary of the murder of George Floyd, and we wanna recognize that this is not new to communities of 
color, it's not new to black people and other impacted communities. It may have been new to white people last year, 
that these things were happening, but it surely is very not new in the acknowledgement of understanding that law 
enforcement has a very horrible history with communities of color and now just now having the conversation, and using 
this opportunity to continue that conversation. I want to also welcome my co-hosts, Bryce and JD. to step in and to 
share who they are as well, and we can move forward. 

 

- Cool, thanks Andre for opening us up and thanks Brian for creating the space today, and I'm also really excited just to 
be in community and be in conversation with JD and Andre, always an honor. So my name is Bryce Celotto, and I use 
he/him pronouns and I'm a Senior Consultant with Hummingbird Humanity, and in addition to my work with 
Hummingbird, I have my own diversity, equity and inclusion business as well which was called Swarm Strategy, and for 
the past 10 years, I have been doing racial justice, social equity, LGBT advocacy work, really focused on uplifting the 
communities I come from and the identities that I hold. So I am a black queer transgender person, or transmasculine 
person, I'm also from the south and I hold that really near and dear to my heart, just the history of organizing in the 
Deep South, particularly amongst black people and queer people, and just the history of resilience, quite frankly, that 
black people in the South and other historically marginalized communities in the South have always held. So with that, I 
will pass it off to JD to introduce himself. 



 

- Hey, everyone, I hope you're having a wonderful Monday. I'm very excited to be here with Bryce and Andre as well. My 
name is JD. I use he/him pronouns. I am a diversity, equity and inclusion consultant for Hummingbird Humanity. Prior to 
that, I was working with the Department of Education in New York City and the It Gets Better Project, focused on 
incorporating LGBT history into curriculums, LGBT terminology, and also advocating for students to know their rights. 
Through that work, I started working with Fortune 500 companies around the New York City area in creating mentorship 
programs between those companies and New York City public schools. And that's how I got involved with ERGs and 
realized that after high school, a lot of people still need love, support and an environment in which they are included. So 
that's what made me want to get into this work. I identify as queer when it comes to my sexuality, as well as my identity. 
I'm Latino and I am also an immigrant from Peru. So those are all things that definitely define my experience in America 
everyday. 

 

- Awesome. So actually, JD, I to ask you, as we mentioned that the abuse and excessive force by law enforcement for 
communities of color, which we can blatantly say is hate, organized hate, could you share a bit about a story on a 
personal experience you've had with this form of hate? 

 

- Certainly. So we wanted to start this conversation by giving a story because that always gives context to how things 
end up effecting people. And so I wanna share a story of when I was 16-years-old and I was living at home with my dad. 
And I just grew up with the idea that the police was always there to protect me. I think we are all raised with like, "This is 
the authority. That's there to protect you in case you're in danger or need help or something." And so I remember an 
instance when the neighbors upstairs were making a lot of noise past 2:00 or 3:00 AM all the time, and I was trying to 
get sleep 'cause I was still in school. And so I remember one time, I rang their doorbell and was like, can you please calm 
it down? And then they told me to just like shut up and go back to my apartment. And my dad heard that and he didn't 
want people talking like that to his son, right? So he came outside, defended me, and then the people upstairs said, "Oh, 
your dad's threatened us, we're gonna call the cops." And I said, well, I'm gonna call the cops because you're making 
noise after 11:00 PM. So we both called the cops and I thought, well, the cops are gonna help make 'cause these people 
are making noise and it's past the time they're supposed to. So the police show up and then they hear my dad's side of 
the story and they hear the other resident's side of the story and they decide to believe what the other person is saying, 
and the other person said that my dad made him feel threatened. And so then they start questioning my dad, and 
because I'm also from an immigrant family and it was just a few years since I arrived to the US, we didn't know the laws, 
so they tricked my dad into getting out of his apartment in order to arrest him. And that experience changed my view of 
police forever because here I was, calling for someone to just help with a noise complaint and they ended up arresting 
my dad, and then I'm running up to them, trying to stop them from getting my dad into the car because they're not 
explaining really why he's being arrested. That ends up with them actually calling their lieutenant and the lieutenant 
saying "You can't arrest someone for a domestic dispute, so you actually have to release them." So first, the police that 
arrested my dad didn't know the laws, and second, it was something that forever changed my way of police. I share this 
story because those things really impact the people around you on how they view the world everyday, and so that story 
changed the way that I viewed police forever. I don't call the police if I'm in trouble, I don't call police for help because I 
don't feel like they're going to protect me. And so when these current events, like with George Floyd and all of the things 
that we see everyday happen, people are reliving that trauma that they experienced at any time, whether it's state-
sanctioned violence or individual violence, as we've seen with rise in anti-Asian crime and anti-Semitic attacks. Every 
time people see that in current events, it brings them back to that trauma. And so if companies are not having a 
conversation around this, your employees are being affected with the mental health, with their productivity and with 
overall safety in that environment, and so they're not going to be the most efficient if you don't address the current 
events that are impacting those experiences that they've had in the past that could trigger that trauma. 

 



- And JD, just to bring more clarification for the audience, if I may ask, can you share what the identity of those 
neighbors were in comparison, as you mentioned, you come from an immigrant background, so your dad is coming in 
and I'm making an assumption, as a brown man with actually an accent into the situation with police officers who are 
willing to take on the side of someone else. Could you share a bit about who that other party was, how they identified? 

 

- Yeah, I grew up in a residential white suburban neighborhood, Queens, Bayside, Queens, and almost everyone in our 
neighborhood other than us was white. And the police that served our neighborhoods are white, and so, I'm not sure if 
that made an impact on how things were viewed, but I know that the outcome was that my dad was arrested or tried to 
be arrested for something that someone just said, and they believed that other person. And so that changed whether 
police would ever believe me if I was in trouble. 

 

- No, thank you for sharing, and it's not easy to reopen wounds, no matter how old they are, no matter how long it is to 
go and how much therapy we go through, it doesn't mean that these things don't impact us everyday. I want to speak 
about a situation where, in fact, sadly, the police didn't necessarily respond with a lieutenant who was willing to 
advocate for the person that was receiving excessive force. So in 2016, Philando Castile, who also experienced murder 
by police officers. That situation changed my work life. So at the time I was working at the LGBT Center in New York city 
on 13th Street, and despite having a social justice-oriented zone, it is not encouraged, when you're black, you're taught 
at least in my generation and above you're taught, do not speak about race, don't bring attention to race, keep your 
head down, make white people comfortable. If you don't do these things, you are breaking the unspoken rules of 
professionalism and you will be punished, and there's not too many of you and you got too far to a point where you 
can't go back, because if you are punished, someone who looks like you will not make it in this spot again. Regardless of 
your economic class, this is the reality of black professionals, whether you make over $100,000 or you are coming in 
from lower-income background. So in that instance, when that murder came out on video, it's not as if I hadn't already 
internalized these things, that I've been watching people on video being killed for quite some time, but this one hit 
different because something happened in which I felt like nobody cared. I was in a workplace where we talk about 
values and we talk about people should care and standing up and speaking up for others, and everyone was going 
through business as usual, and I remember going to the restroom, I had never cried before about these situations that 
you're also taught, this is a reality, keep it moving, keep it going. I went into the bathroom and I just cried in sorrow, I 
couldn't understand why, I couldn't understand why my breaking point was at this specific instance, and I was just like, I 
can't let people see me have a reaction, and that's so sad that I felt like I couldn't every reaction about a human 
experience, 'cause I felt like someone who looks like me is being murdered and no one cares. So no one's gonna care 
when it happens to me or people I love. That's how I felt. So essentially, I thought no one cared, but I was actually 
surprised. In that instance, my organization decided to step up. I can really congratulate, to this day, the Executive 
Director, Glennda Testone and the leadership team. They were like, "Look, we're seeing that this is impacting 
employees, and we're gonna have this conversation.", and mind you, this is before George Floyd. This is before a time 
where a lot of people didn't have to care and they weren't canceled if they didn't care, they cared. And this leadership 
team was majority white and they said, "Let's have the conversation.", and they stopped the day and said, "We're gonna 
make time in this meeting, to have that conversation." And it really touched me completely. It touched me completely 
that that's what they did. They had us come around. We came, we sat together and we had a conversation. And, it was 
about how to heal, how to talk about this conversation, it was a start. And I was so surprised that this is a conversation 
that can happen at work and they encouraged managers to actually speak up and check on their employees. And 
actually, JD, I wanna ask you, 'cause I know you mentioned in the past about an example you saw with a template for 
managers to step up and reach out to their communities at work when actions of hate occur. Would you be able to 
share? I know it's a pretty long template. You're on mute. 

 



- I always forget. Yes, so, I don't know if any of you are familiar with Lily Zheng. If you aren't, then definitely look her up 
and follow them on LinkedIn. They did a template of just how to address your employees, and if I just may read it for 
you, it's, "As many of you may know, yesterday was," Oh, sorry, and this was in response to the Derek Chauvin trial 
because a lot of people were just calling it "The George Floyd trial" and George Floyd's not in trial, so let's rephrase that, 
first of all. But then, they went on to just really send out a conscious email that we'll share after this talk about how to 
just start that conversation and realized that people's emotions are being affected at work by this and that. Again, if 
your HR or DEI efforts are not incorporating this into their initiatives, then you're not really taking care of your 
employees' mental health, their safety of work, and like I said, their overall productivity, because if you're seeing people 
like yourself being hurt everyday through current events, there's no way that that doesn't eat up at you little by little 
everyday. And so it makes it harder for you to show up to work every day. Some days it makes it harder to show up to 
work at all. I know that a few months ago when Adam Toledo was murdered by the police, I couldn't work for two days. I 
was just crying but I knew that I had to be productive, so I ended up making up all of my work over the weekend when I 
wasn't crying. But this is the things that companies need to take initiative and be proactive, in that you need to support 
their employees because they're not always to speak out, they're not always going to be like, "Hey, I can't show up to 
work today because I'm crying over the death of someone in my community." So you have to take that step for them, 
you have to speak for them. Back to you, Andre. 

 

- No, thank you, JD. And I share the sentiment on, even if you're not crying, it's a value system. You feel like when these 
things happen and your workplace doesn't say anything, you could believe, "I'm not valued as much as other people 
here, because if there was a situation that impacted cisgender straight white men or cisgender straight white people 
who do not have disabilities, that this would be taken seriously, that this would be a conversation." And you just feel like 
you're not as valuable in that workplace, and it hurts. And I can definitely say, we did not have Lily's template that day, 
and in that instance, it would have been awesome, however, we started the conversation and that is something I will 
always be grateful for, and that was an expectation now that I have for all leaders, because that is not something I could 
fathom or imagine that it would happen in a workplace, and then now, I believe when things like that occur, I'm like, you 
can speak up it's okay, and even that meeting, she said, "I don't know necessarily what you're going through, but I'm 
here to make space. I don't have answers, but I'm here to make space. I don't need you to educate me today, but I 
wanna make space. I want you to know that we don't have to act like this isn't happening." And that's all I needed. And 
in that instance, I felt welcomed, I felt valuable, and I also felt like that I could take space that I needed to understand 
that it's okay to, I feel like I'm breaking down and that I need to also work and that I could take the space that I needed. 
Unfortunately, as most of the people in that room happened to be black people and other communities of color in that 
room, there was a lot of white people missing, and I would say probably a little more than half the organization or a little 
50% were white and they were mid-management positions. So the majority of the white people present was Glennda, 
the executive team, and that had an effect because even though the standard was set, "Hey, our leader is advocating for 
this." That doesn't necessarily mean that everyone is on the same page. So when I came back out of that meeting and 
other people of color, especially black people left that meeting and went back to work there, we had colleagues that 
were literally acting like they didn't know where we went, as if we went to a lunch. They knew exactly where we went, 
they knew exactly what was happening, because it was in all staff email and they were like, "Okay, I'm just gonna keep 
going, as if this is not happening to you, and as if you didn't go missing because you needed space." It's understandable 
that people don't know what to say and what to do, but the complicit behavior doesn't mean that, that doesn't have an 
effect, 'cause when I went back to the room, all that work that was made to make me feel like I had space and I was 
valuable was partially reversed 'cause I was like, wow, they're not down with it, and there's more of them than the 
leadership team, and unless the leadership team makes space for this again, I don't feel comfortable saying something 
because they don't feel comfortable saying something. So it is very important, as middle managers are literally the 
holders of culture in companies, that they are on board with diversity and inclusion initiatives, specifically, restorative 
healing, racial healing in the workplace, as well as reactionary incidents. And that does not mean you need to donate 
$100,000 to BLM, it means, are you checking in on your black employees today? Are you checking in on them? How are 
they doing? How are they functioning? And a lot of people don't realize there's people in community to black people. 



How many people who are not black, but are married to black people have black children? That conversation doesn't 
happen because no one brings it up, so there are people affected in this workplace and mid managers really need the 
ability, the agency, and to be demanded that you have to say something. It's not good for business for us to all fall apart 
and you act like everything's okay, that's not cool. And a tool that I believe could be strongly useful at that time and 
continue to be useful as policy. Had workplace policy been instilled after that point, and after that time in other places I 
worked at, mid managers would have to react to that, would have to react in the ways that Lily encourages managers to 
behave. And that sets the tone. I am not the policy expert on this team today, but there is somebody who is, his name is 
Bryce, and I'm going to allow him to describe and share the power of policy. 

 

- Thanks, Andre for that setup. I really love the power policy. I might steal that and put it on a t-shirt, but I'll give you 
credit obviously, and really appreciate you Andre and also JD sharing your experiences, and as you all were both sharing, 
something I wrote down, I'm a big note taker, if folks don't know, so something I wrote down while y'all were both 
sharing, is just like your experiences, both JD and Andre's experiences really highlight the need for companies to have 
inclusive policies, not just around racial justice and racial equity, but also around LGBT equity, particularly as we 
approach Pride Month, and a lot of companies really like to use Pride Month as a moment to amplify LGBT people and to 
really, what folks call pink-wash pride, right, where they really sell and market products to the LGBT community, but 
then internally, their policies don't actually support their LGBT employees or their policies don't actually make it a point 
to recruit LGBT employees and create safe spaces for them. So I was really thinking about that while y'all were both 
talking and just how your experiences, again, highlight the why and the how companies need to be proactive when it 
comes to thinking about, okay, how do we create policies centered around diversity, equity and inclusion and racial 
justice that can really support all of our employees? And the other quick thing I just kinda kind of wanna add for context, 
when we're thinking about DEI policies and creating inclusive workplace policies, is that when we're talking about these 
incidents of police brutality in particular, yes, they predominantly impact black people at much higher rates than other 
communities of color, but JD mentioned, sad, the Adam Toledo case which happened in Chicago, just a few months ago, 
and Adam Toledo was a teenage Latino boy, right? So these incidents also impact the Latino and Latinx community, and 
just a few days actually after George Floyd was murdered last summer, a black transgender man named Tony McDade 
was also murdered by police in Florida and his case got little to no coverage, largely because he was transmasculine, and 
that's not something we really talk about a lot or acknowledge, right, that intersection between trans identity and 
blackness, or being a trans person of color and how that puts you at even greater risk. So I just really wanted to highlight 
that, yes, we're talking about police brutality, and the impact of that and the impact of systemic state violence on people 
of color, but we're also talking about the intersection of LGBT identity, we're also talking about the rise in hate crimes, 
particularly against transgender people that we've seen really escalate over the last year, including state legislators, 
right? There's currently roughly 15 states right now that are trying to pass or who have successfully passed really 
harmful anti-trans legislation. So if your company is working in those states or operating in those states, just being really 
mindful of that. And if you have employees that are transgender, or you may be saying, "Oh, my organization doesn't 
have trans employees." Well, one, you probably don't know 'cause a lot of trans people at work are closeted for safety 
reasons, and two, even if your company doesn't have trans employees, you still wanna create a workspace and a 
company culture that is inclusive of folks, so you, in the future you might recruit or might hire trans people. So we're 
also talking about the impact of hate crime violence against transgender people. And then, I'd be remiss if I didn't 
mention as well, the increase in hate crime violence that we've seen in the last year in Asian American communities, 
right? And how Asian American people have really been impacted by that as well. I recently moved back to North 
Carolina, but I was in the San Francisco, Bay Area for about four years, and in the Bay Area in particular, there has been a 
massive increase of hate crimes against elderly Asian American people. So when we're talking about workplace policies 
that support these communities, it's really important, I think, to name the reality of situations going beyond police 
brutality and kind of weaving together that at the end of the day, we're really talking about how folks are impacted by 
systemic violence, whether that's state-sanctioned violence or violence as a result of discriminatory policies that we 
have here in the United States. So with that being said, I just really wanna provide folks today some tools, some policy 
suggestions that folks can do as individuals. So, maybe you're saying to yourself, I'm not in charge of our company policy, 



what can I do just as a mid-level manager? Like Andre was talking about. Or what can I do as a new entry-level 
employee? Or what can I do as an executive? Right? But then I also do just wanna talk about some organizational and 
structural changes, 'cause I am really a big believer that this work can't really be accomplished in a way that will create 
an impactful change unless organizations are taking steps at structural level to really ingrain diversity, equity and 
inclusion into everything they do. And when I say everything, I mean, everything, sorry, I'm glancing at my notes, so if 
I'm looking down, that's why. But I think there's kind of this misconception in organizations that diversity, equity and 
inclusion only exists in human resources, that it's an HR function and it's oftentimes siloed into HR, and that's a huge 
mistake, especially when we're talking about policies. Because, while yes, HR is a piece of the puzzle, the first step to 
really creating that structural policy change at your organization is understanding that diversity, equity and inclusion or 
racial justice really touches every component of an organization, not just human resources, right? So, some examples if 
you work in communications, for example, thinking about who's actually telling your stories, right? Like who are the 
people that are telling the narratives of your organization? Are you centering people from marginalized communities in 
your marketing materials, in your marketing campaigns in a really authentic way? That's an example of how it touches 
Comms. Maybe you work in finance or development, thinking about who are your vendors, are you paying small 
businesses that are LGBT-owned, or that are black-owned, that are owned, if you're a nonprofit organization, are the 
foundations that you're partnering with or getting funding, do those foundations uphold the same values of equity and 
justice that your organization espouses, right? So that's an example of how it touches kind of like development, maybe 
you work in programs. I have a pretty extensive background in nonprofit programming, and a really problem at 
nonprofit organizations, especially in programs departments, is that a lot of the staff that are actually on the front lines 
every day, implementing those programs, especially with service organizations like HIV organizations, or like LGBT 
organizations, oftentimes, the folks who are kind of like the entry level, everyday people are people of color or are 
people from marginalized communities, which was great because you want people from those backgrounds serving the 
communities, but the flip side of that is the folks that are oftentimes in management or leadership for programs are 
white, are cisgender, are straight and have a lot of privilege, and there's a huge disparity between program leadership 
and the foot soldiers on the ground, if you will. So again, these are just some examples of how DEI really touches every 
aspect of an organization, not just human resources, and again, I think that is really, really critical to call out because, 
yes, when you're thinking about HR, or you're thinking about workplace demographics, are people from historically 
marginalized communities equally represented across leadership? Pay equity, those are all important parts of the puzzle, 
but it's just that, it's just a piece of the puzzle, not the whole puzzle, if you will. So, I wanna share an example, a personal 
story that I have of the impact of this when companies get this right, right? When companies create inclusive policies 
and implement inclusive policies, how they can make a really big difference in the lives of your employees, particularly 
your employees from underrepresented communities. So I mentioned earlier that I identify as transgender, and for me, 
part of my transition was medically transitioning. Not every transgender person wants to medically transition, so 
meaning taking hormones or having surgeries, but I did and that was really important to me, and as a transmasculine 
person, I had Top surgery, as it's commonly referred to as, and I was not able to access Top surgery for many, many 
years. For about eight years, I was unable to access that surgery, which was really important to my mental health, really 
important to my physical health, quite frankly, really important to my ability to show up as my full self at work, and I 
couldn't access that care for almost eight years because out of pocket, Top surgery runs between 7 to $10,000, and as a 
black transgender person who comes from a low-income family, that was never possible for me out of pocket, until I had 
an employer, a previous employer, who I worked for about three or four years ago, and that employer had trans-
inclusive health insurance. And that was a really, really big game changer for me, and it's a step that a lot of companies 
are starting to take, but there's still a huge gap when it comes to trans-inclusive health insurance, and if you are thinking 
about large-scale policy changes that your company or organization can implement, that is one thing I really encourage 
you to look at, is your company's health insurance LGBT-inclusive? So instead of paying, 7 to $10,000 for a life changing 
surgery, because my company had good health insurance benefits that were trans-inclusive, that same surgery costs me 
$40, four zero. So 40 versus 7,000. My co-pay was $20 and I think my pain meds afterwards were $20. So the ability to 
do that through my employer really changed my life, and I definitely showed up, once my recovery was over and I 
returned to work, I was definitely just more confident in myself, in my abilities, and I was a teacher at the time actually, 
so my students noticed a difference, my coworkers noticed a difference, it was very palpable and very obvious that I was 



just a better person, quite frankly, I could show up to work and be more confident and being more happy. And again, 
you might be saying, "Oh, we don't have trans employees at my company." or whatnot, so just thinking about health 
insurance on a broader spectrum, right? Or thinking about your policies in a broader spectrum. So, Parental Leave is 
another area where companies can really make groundbreaking changes to their policies. A lot of companies' Parental 
Leave policies aren't necessarily gender-inclusive, and what I mean by that is that the language is very mother-focused, 
right? Like, "Oh, we give moms, three months or six months off." But like, what about dads? What about people who are 
transgender or gender non-conforming that may decide to carry and conceive a child and have a child, right? So thinking 
about this on a broader level, like how your healthcare policies can be inclusive. I think that is like one thing that I really, 
really wanted to highlight, again, especially with Pride Month coming up. If there are company's out there like marketing 
products to the LGBT community and putting rainbows on everything, the least your organization can do is internally 
make sure that queer employees are supported. And last thing is like really quick before I kind of pause and if people 
have questions or Andre or JD, you wanna chime in? I mentioned earlier, just being mindful of the intersections of 
people's identities. So, I I hope it's cool to call y'all out, but, JD is queer and an immigrant, right? And that's like a very 
different experience than being like a white cisgender gay man who was born here in the US, right? Like Andre and 
myself are also both black and queer, so in addition to facing systemic racism, oftentimes in the workplace, we often 
have to face homophobia in the workplace, right? Or transphobia as well, in my case. So just also when you're writing 
policies for your workplace or you're creating programming for your workplace that's focused on diversity, equity and 
inclusion, keeping that in mind as well. Intersectionality is a term that was coined by Kimberle Crenshaw. It's a theory 
really that Kimberle Crenshaw, who is an amazing black woman lawyer and scholar, she really created that framework in 
the 80s, and for a long time, it was kind of unknown, except only by weirdo academic nerds like myself, but in recent 
years, intersectionality has really come to the forefront, particularly when it comes to corporate DEI. And I see it get 
misused a lot, or I see companies saying like, "Oh yeah, we're intersectional.", or "We have intersectional policies.", but 
then, when an incident does happen, like the murder of Tony McDade, or like the murder of George Floyd, or like a hate 
crime against an Asian American person, those same companies are kind of scrambling, are kind of caught left being like, 
"Oh, I don't know what to actually do." Right? And that goes back to Andre's point. Earlier, Andre used the P word, the 
proactive word, and that's another really big thing when you're thinking about policy creation and implementation 
organizations is how can you create policies that are proactive so you're kinda getting ahead of the curve, versus being 
reactive. So I think one of the big things that happened last summer after the murder of George Floyd and the murder of 
Breonna Taylor, a lot of companies kind of had this moment where they were like, "Oh, crap. We have to do something 
now.", or "We have to say something now." Right? And a lot of policies and statements and programs that did come out 
were very reactive, right? So I think, something I wanna challenge everybody on this call, now that we're a year out, now 
that we're one year later after that tragic murder an incident, kinda sitting down with yourself, sitting down with your 
organizational leaders, sitting down if you are an ERG, if you're an employee resource group or a business resource 
group, sitting down with your team and being like, "Okay, like it's been a year, we've done X, Y, and Z," kind of like 
"what's next?" Right? And making a really intentional plan with measurable steps and measurable goals that are realistic 
to get you to get you and your company through the next year, the next three years, the next five years, and being really 
mindful of how you wanna scale your diversity, equity and inclusion programming at your organization. So before I kinda 
go into some steps that individuals can take to be an ally, I just wanna pause, see if JD and Andre have anything to add, 
or if there are any questions from folks. 

 

- Absolutely Bryce. Everything you were saying, I was like, yes, yes, yes, yes and yes. I also wanna break down things 
really clearly for people too, 'cause when people see hate, they automatically believe it's about someone killing 
someone, someone trying to murder someone or exterminate a group of people, and that's not just what hate is, hate is 
the normalization that you do not believe, or entity or institution believes that this person, based on who they are and 
walk through the world, isn't worthy of representation, isn't worthy of a voice, isn't worthy of safety and is not worthy of 
access. And, just the fact that Bryce has to have, how many times did you go into employers and they did not even think 
about benefits and imagine they're saying, "We're not gonna do that 'cause we don't view trans people as valuable 
human beings." That is a form of hate. Hate can be very passive. It's not this always violently charged action or 



appearance, and knowing that hate, it has different forms, and also understanding when we talk about privilege in the 
workplace, we're talking about, does the body you walk in when you sit in a company, they view it as the norm or do you 
look like you're called "the diversity hire"? When someone says, "Hey, there's not a lot of representation of this group of 
people?" Are they told, "Well, actually we want the best candidates." for code for "You don't look like the best 
candidate.", right? Or is it the fact that if you have a grievance, you can speak out and you're not gonna receive 
retaliation, or you walk through a room and you're not viewed as a representation of your entire group. That's what we 
mean by privilege and these conversations and some steps that still on what I think organizations can specifically carry 
out now when we talk about hate now happening to black bodies, the violence happening to, and be very specific on 
intersectionality, older Asian women. There's a specific type of violence that is happening to older Asian women, as well 
as other Asian people or people of Asian descent in the United States, but Asian older women have a heightened level of 
violence right now happening to them, as well as when we talk about also communities that are emotionally stressed 
out, and we're not gonna go too deep into it, but talking about the Palestinian-Israeli situation is very emotionally taxing 
and is really emotionally harming for both Palestinians of all religions, Muslims, of course, all diasporas, Israeli people of 
all over the world and as well as Jewish people all around the world, it has real ramifications on how people are working 
and thinking and behaving. So if you're gonna make intersectional policy, if culturally younger, Asian women are tasked 
possibly under families to worry about their elders, are you going to make a policy where you can shift the amount of 
time, the scheduling that someone can have so they can take care of their elder and make sure, "Okay, I'm going to the 
grocery store with them. I'm picking them up from work. I'm doing these things." cause they're concerned whether their 
elder is gonna be harmed on their way home. They're sitting at work wondering, "Is this the last time I'm gonna see 
someone I care about and love?" And maybe saying, "Look, we're creating a policy where people can have cultural 
accommodations to say, "Look, this is something you need to do culturally, we're making time for it, and doing that, 
we'll find ways in which you can still do your work." That is an intersectional policy, 'cause that affects not just women of 
Asian descent, but women of immigrant backgrounds who are expected to take care of their elders. So that is what 
intersectional policy is when we talk about these things. It's not about hobbies, it's not about interest, it's literally about 
the bodies that I coincide with, right? If we care about black people, we're gonna care about black trans women that die 
everyday. That conversation doesn't happen, everything just keeps repeating for everyone else. That's what we mean by 
that, so I just wanted to jump in and give people very specific, tangible definitions on when we talk about hate and 
privilege and intersectional policy in the workplace, 'cause some people are like, "These words are big and all over the 
place and you're ahead of me." And it's like, no, it's very simple, we're just gonna break it down, we're gonna bring it to 
you. But yeah, JD Bryce, do you have any additional thoughts? I'm gonna quiet up right now. 

 

- I have something I wanna build off of Andre, but I wanna make space for JD first, so. 

 

- I was gonna talk about something that Bryce said . Bryce, you mentioned that a lot of spaces, say maybe they don't 
have LGBT people, and so I shared a resource on the chat that half of workers, LGBT workers are closeted, according to 
the Human Rights Campaign. And so, it's again, trying to think of, are these people really not present or are you just not 
making space for them so they are becoming invisible in order to go through their everyday? And in order to have those 
conversations, in order to think about those things, those people need to be in the room. You can't just have the same 
management, the same people, the same kind of executive level that does not involve these people, making the 
decisions, because that's how we end up with policies where a company is having a huge float for the Pride parade in 
New York City, but the company is not inclusive in their healthcare to trans and gender nonconforming people. So again, 
that comes back to, who's in the room making decisions and who's being included? And how you're including the ERGs 
into creating these policies. And lastly, what Andre mentioned was about mid management. That's really the most 
important part that all of the managers need to be involved because your direct interaction with your supervisor at work 
is going to impact your everyday, and so if that person is not suited for addressing these issues, no matter what your 
company is doing at the top level, that person's still not going to be supported if that manager is not following those 
steps and those steps are dictated by policy that they then need to follow. Back to you Bryce. 



 

- Yeah. Yeah, no, thanks, JD and Andre. That was great and actually a really good segue in to have a closing our space 
today, and I think just something I wanna say about what you said, JD, oftentimes, we are told as black and brown 
people, as LGBT people, as people from marginalized communities, "Oh, well, you should be thankful 'cause you have a 
seat at the table, right? We hired you." or "We put you on this diversity committee." Or, "We put you in charge of this 
project, but we didn't actually give you a budget for the project." Right? So it's like, yes, like getting a seat at the table as 
Solange would say, is part of it, right, but really, quite frankly, it doesn't matter if you have a seat at that table, if you're 
not actually giving the agency, the space or the resources to execute the work, to do the work, in a way that really 
honors the principles and values of equity, right? Because so often, people of color are tokenized in organizations are 
tokenized on like diversity committees, and so we get the seat at the table, but we're not actually given the tools or 
resources or supports from management or from executive leadership to actually do the job. So, with that, I just wanna 
end with some steps that individuals can take when it comes to policy, when it comes to allyship, when it comes to really 
supporting folks who come from underrepresented communities in the workplace, and this is something that JD and 
Andre, I think, have touched touch on, not directly necessarily, but being mindful and aware of intent versus impact, 
right? So especially in those day-to-day interactions with staff members, especially if you're someone in a leadership role 
at your organization, you might think something you say or do, you might not intend for that to come off the wrong way, 
we call those microaggressions oftentimes, although I hate the term microaggressions quite frankly, because there's 
nothing micro about them, there's nothing small about them, especially when you face them consistently like a lot of 
employees of color and a lot of LGBT employees do. So, for example, something that I've been told several times in 
workplaces is like, "Oh, like you're so articulate, which is like, that's like a weird thing to tell a young, black professional 
'cause it's basically implying that I wouldn't be articulate or that I wouldn't be educated or that I wouldn't be able to 
handle myself a certain way in a professional setting. So, your intent might not be to disparage me or my professional 
credentials by telling me that, but the impact of that is very, very different for me as a young black person who's had to 
work three times as hard quite frankly, to get to where I am today compared to a lot of my peers. So just being mindful 
of that, being mindful of your intent versus impact is a really good everyday-step that folks can take,, and within that, 
we've talked about this a lot today during the session, just like the understanding and recognizing how your own identity 
and your colleagues' identity really shows up in the workplace, right? And understanding the different systemic barriers 
and systemic challenges that people from historically marginalized communities have had to overcome to get a seat at 
the table, to get respect, to be able to be in the spaces that we are in today. And then just like finally, really doing your 
own learning. So, I'm a professional DEI educator, I do this every single day, I love talking to folks about this stuff, but 
even for myself, it's really draining and really taxing. Even though this is my full-time job and I'm very passionate about it 
and I love it, having to constantly be open and vulnerable about your identity, and about the discrimination and 
harassment you face because of it or about the workplace experiences you've had because of it, it gets really exhausting. 
So imagine your coworkers that aren't professional DEI people, they're just trying to live their life, just trying to get a 
paycheck, just trying to do their job, trying to succeed, you shouldn't rely on them if you are someone with power and 
privilege in an organization. So again, thinking about the ways that, excuse me, Andre defined privilege earlier, if you are 
a person in your organization that has power and privilege, not relying on your coworkers from underrepresented 
communities to teach you, right? 'Cause quite frankly, it's not their job. So there are so many great resources out there 
really focused on anti-racism, really focused on diversity, equity and inclusion, and I'm actually gonna highlight a few of 
them before we hop off. I'll drop some links in the chat. I know Brian's been dropping some links and JD as well in the 
chat. So, if you are someone who is on this call and you're like, "Hey, I am a white person." or "I am a manager." or "I am 
a leader.", or "I am someone with privilege and I wanna do better, I wanna make sure we're creating space to have these 
conversations in my workplace. I wanna make sure we're creating space so people can show up as their authentic selves 
without worrying about retaliation or worrying about if they're gonna be kind of pushed aside." Definitely check out 
these resources that we share with you all, and commit, I would say, at least 30 minutes a day, ideally an hour a day, but 
I know everyone is very busy in this world, but really committing the time and being really intentional to continue your 
own education when it comes to equity, when it comes to racial justice, et cetera, et cetera. And then, using your power 
and privilege, using your education, using the things you learn, 'cause just listening to a podcast or reading a book, quite 
frankly, isn't enough. It's about what you do with that information in your everyday real world, right? So, for example, if 



you're in a meeting and you notice that one of your coworkers who's a woman or who's black is consistently being 
spoken over, stepping up and saying, "Hey, I really wanna hear what JD has to say." or "Hey, I really wanna hear what 
Andre has to say." So, thinking about ways you can take that learning from those books, from those podcasts, from 
those resources and incorporating it every single day to create space for people from underrepresented communities to 
elevate the voices of people from underrepresented communities, and so just being mindful. And with that, I do wanna 
highlight a few resources that we have at Hummingbird Humanity, some resources that I've created on these topics. So 
first and foremost, I'm just gonna drop the link to the Hummingbird Community Resource Guide in the chat, and the 
Hummingbird Humanity Resource Library has resources, anything from LGBT inclusion, more tips on active allyship, 
focusing on Black Lives Matter, avoiding microaggressions, it's a really diverse resource library that folks can access to 
learn more about some of these topics that we've mentioned today. Additionally, I actually co-wrote with a colleague of 
mine, Rachel Kacenjar, me and Rachel Kacenjar co-wrote and released an "Anti-Racist HR Guide Book" later this 
summer, I mean, sorry, earlier this summer. Oh, sorry, it's not summer, it was earlier this year, but so it's a really, really 
extensive guide book, it's 80 pages, and in that guide book, we actually have 10 concrete policy examples, like model 
policies that you can incorporate, and we have a whole section of the guide book that talks about how to write and 
implement anti-racist HR policy. So if you're interested in learning more, specifically, about writing and implementing 
anti-racist HR policy, and you want actual examples of how this can be done, definitely recommend you checking out 
"The Anti-Racist HR Guidebook". And then finally, I mentioned earlier that I have my own business as well, Swarm 
Strategy and the reason, honestly, I started Swarm, Brian mentioned Hummingbird's one year anniversary is this month, 
my company's one-year anniversary is actually next month, and a huge reason why I started Swarm, in a lot of ways, it 
was a direct response to the murder of George Floyd and Breonna Taylor and everything else that happened last 
summer. And I say that because just a few days after George Floyd was murdered, I wrote an article called "Supporting 
Black Staff in Times of Crisis" and in that article, I lay out a lot of concrete steps that individuals and companies can take 
to really step up and support black staff members, and while it's specific to black staff members, I would say that a lot of 
the policy suggestions and practice suggestions can really be applied to all marginalized groups when you're thinking 
about, how can my organization write a crisis plan or how can my organization have a response plan already in place? 
Because unfortunately, we know these incidents are gonna keep happening, we know these incidents of police brutality, 
of anti-Asian violence, of anti-trans violence, of anti-LGBT violence, it's going to keep happening, so the question is, what 
can we do to respond in a way that is timely and humane, proactive, where we're supporting everybody? So, all of these 
resources, I just dropped them to the chat for you all. Brian also just mentioned that we're gonna have a new resource 
on the Hummingbird site in the next couple of days that is specifically focused on responding to anti-blackness in the 
workplace. So definitely check out the Hummingbird site and just thank you all for being here today with all of us, and I 
really appreciate just being able to share alongside JD and Andre, and I'll pass it off to them if they have any final words. 
And also we wanna hear from you all, the attendees, if you all have questions, we definitely wanna use these last few 
minutes to address any of your questions. 

 

- Yeah, the last thing I wanna leave everyone with is something that Andre and Bryce keep mentioning, is proactive. So 
we are past the point of asking your black employees or any other employees that are going through times of stress due 
to current events, if they're okay, because they're not okay. So that's why your policies need now to be proactive and 
create that outreach because you can't ask that question anymore, or you can't just create a space for you to talk about, 
you have to be way more intentional about how your company is going to change the societal structure of things, and 
you have to do that by being proactive. So that's how I'll leave you. 

 

- I really appreciate speaking with both of you, Bryce and JD. This has been a great conversation and I also ask people 
who wanna be allies to continue these conversations on your Slack channels, because Slack is a way you all stay 
connected, so keep going, do all that, your job boards, your internets. I want to reinvite our main man in charge, Brian, 
thank you so much for hosting this conversation for us. Welcome back. 



 

- Thank you. Thank you JD and Bryce and Andre. I am so grateful that I get to learn from you and to work with you every 
day. I appreciate your honesty and your openness in sharing with all of us your stories and your experiences. As you 
know, I believe that sharing our stories is essential to this work and to helping others understand. And while, for those of 
you watching and listening, I'll acknowledge that I continue to learn and I continue to have moments of discomfort, 
sometimes these stories make me uncomfortable words, even like "hate" make me uncomfortable, but I also have 
learned, particularly, over the last year, the importance of calling things what they are and hate is what the word is, is 
really a driver behind so much that happens. So many of the terrible things that happen. And, I've also had to get 
comfortable with words like white supremacy and the various systems of oppression that we have to talk about. If we 
don't talk about them, if we don't name them, we can't make it better, we can't fix what's happening. So I thank all of 
you for listening and for watching and, hopefully, you'll take some things away from today's conversation, that'll help 
you be an ally for others. The guide that Bryce mentioned on anti-blackness, I tried to load it in the chat, so I think it 
didn't work the way we wanted it to, so I will get the email list and we'll send you that right after this call, so we'll get 
that out to all of you and it'll be live on our website on Wednesday. And Hummingbird Hour is a three-month series, and 
we will continue the conversation next week as we kick off Pride Month, and actually JB, Andre and Bryce will each be 
back for Pride Month, for conversations about being transgender and the transgender non-binary community, JD and 
Andre are gonna talk to us about being queer people of color and some experiences with that community. So continue 
to join us and next Wednesday, to kick off Pride Month, I will be hosting the incomparable Graci Harkema, who is going 
to share her story with us from her birth in Africa to being adopted, to finding her life here in the United States as a 
queer black woman, and the work she does now as a diversity equity and inclusion professionals. So join us next Monday 
as we kick off Pride Month together. Again, gentlemen, thank you so much. For all of you watching and listening, stay 
well, be safe, and we'll see you soon. Bye-bye. 


