


This space is for us.

This space is for people who identify as People of the Global 
Majority, BIPOC, biracial or multiracial. 

If you identify as white or caucasian, you may be compromising the 
sense of safety this town hall provides; we kindly ask that you exit this 
space now.



Speed Meet & Greets 󰗛 
Building connection with one another 

● Groups of three. Please keep cameras on.

● Share your name, organization and title.

● What are you looking forward to most this upcoming 
summer season? 

5 Minutes



CPB launched its review of Radio and TV CSG policies, which includes an assessment of the impact of 
changes made to the calculation of CSGs approved by the Board in 2019 and implemented beginning with 
fiscal year (FY) 2021.

Process:
• Examine FY 2021, 2022, and 2023 CSGs to determine if the changes achieved their intended 

objectives.

• Assess environmental factors that have changed since 2019, including lingering effects of 
the pandemic and increases in the CPB appropriation, to consider their impact on grant 
formulas.

• Two policy review panels – one for radio and one for TV – comprised of station and industry 
leaders will attend separate online work sessions for each panel to conduct the policy review 
and to provide system perspectives and information. Meetings will continue through July.

• CPB management will then review panelists’ recommendations, conduct other research as 
necessary, and prepare policy recommendations to present to the CPB Board in December 
2023. Any policy changes approved by the Board will take effect in the calculation of FY 
2025 CSG awards.

Update: Community Service Grant (CSG) Policy Review Panels

For more information visit cpb.org/stations



For Television
Steve Bass, Oregon Public Broadcasting, 
Portland, OR
Franz Joachim, KNME, Albuquerque, NM
Nico Leone, KERA, Dallas, TX
Becky Magura, WNPT, Nashville, TN
Kevin Martin, WVIZ, Cleveland, OH
Julie Overgaard, South Dakota PTV, Vermillion, 
SD
Luis Patiño, KLRU, Austin, TX
Greg Petrowich, WFYI, Indianapolis, IN;
Molly Phillips, Iowa PBS, Johnston, IA
Sean Plater, WHUT, Washington, DC
Sharon Rockefeller, WETA, Arlington, VA
Neal Shapiro, WNET, New York, NY
Ed Ulman, KAKM, Anchorage, AK

Community Service Grant (CSG) Policy Review Panelists
For Radio
Jennifer Dorian, WABE, Atlanta, GA
Scott Finn, Vermont Public, Colchester, VT
Lackisha Freeman, WNCU, Durham, NC
Stephen George, Louisville Public Media, 
Louisville, KY
Rachel Hubbard , KOSU, Stillwater, OK
Myrna Johnson, Iowa Public Radio, Des Moines, 
IA
Mollie Kabler, CoastAlaska, Wrangell, AK
Christina Kuzmych, Wyoming Public Radio, 
Laramie, WY
Tom Michael, Boise State Public Radio, Boise, ID
Erika Pulley-Hayes, WAMU, Washington, DC
Susan Rogers, WXXI, Rochester, NY
Kerry Semrad, KZUM, Lincoln, NE
Steve Williams, WBGO, Newark, NJ



Announcements 📢 
Share what’s happening in your world.

🎉 Spread joy and encouragement by sharing personal 
or professional achievements 
 
󰛛 Promote industry-wide job opportunities, networking 
events, and learning offerings 
 
💓 Show love for up-and-coming BIPOC creators and 
businesses



Our Hour Activities @ PMDMC 
 Tuesday, July 11 & Thursday, July 13 | Atlanta, GA 

Register @ PMDMC.org 

Tuesday, July 11 @ 6:30 - 8:30 pm 
Our Hour table at Opening Reception/Networking Event

Thursday, July 13 @ 12:15 - 1:30 pm
Our Hour Presents: The Fundraisers of Color Luncheon 
**Registration Required**

Be an Our Hour Ambassador at PMDMC! Send Sway a direct message in 
the chat now or e-mail sway@greaterpublic.org for more information.



Breaking Down Our Conditioning
     Our Focus Today:

- Awareness of White Supremacy Culture Characteristics in 
our Workplaces

- How WE as BIPOC Exhibit and/or Uphold WSCC 

- How we can begin to break down/dismantle our own 
*conditioning

        ***FOCUS ON THE BEHAVIORS, NOT INDIVIDUALS***

 *the process of training or accustoming a person (or animal) to behave in a 
certain way or to accept certain circumstances.



Today’s Guest Speaker

Cortez Washington (he/him)

Program Manager at i.c.stars 
Milwaukee

Host, Editor, and Producer of 
The Unapologetically Black 
Gaming Podcast



BREAKING DOWN
WHITE SUPREMACY
CULTURE
CHARACTERISTICS



Takeaways from today
Ability to Define what is White Supremacy Culture.

Identity of The Characteristics of White Supremacy Culture.

Minor but effective tools and tactics to dismantle these characteristics 

 within your workday.



White SupremacyWhite Supremacy
CultureCulture



White SupremacyWhite Supremacy
CultureCulture



FEARFEAR
The number one strategy of WSC is to make us afraid. White supremacy, white

supremacy culture, and racism use fear to divide and conquer, always in the

service of profit and power for a few at the expense of the many.

When we are afraid, we are easily manipulated by any false yet powerful sense

of safety. The promised safety is false because it is always based on the abuse

and misuse of power that shows up as everything from microaggressions to

deadly violence directed at whoever or whatever we are told to be afraid of.

ANTIDOTE: naming it when it arises, whether in a group or in us individually. We

must collectively and individually develop skills to meet our fear, sit with our

fear, name our fear, and work to avoid letting fear drive our beliefs, actions,

and decisions.



little appreciation expressed for the work that yourself and

other colleagues are doing. this is done by Pointing out

inadequacies in the person or their work.

mistakes are seen as personal, so they reflect badly on the

person making them as opposed to being seen for what they are,

which is mistakes. making a mistake is confused with being a

mistake, doing wrong with being wrong.

Antidote: Replacing Perfection with Excellence. Excellence has

more potential to be defined by and for us.  We have more room

for improvement and grace within excellence. But also,

Excellence shouldn't always be the end goal if outcomes are not

based on a ranking system or any particular standard.

PERFECTIONISMPERFECTIONISM



decision-making is clear to those with power and unclear to

those without it. those with power think they are capable of

making decisions for and in the interests of those without

power.

those without power do not really know how decisions get made

and who makes what decisions, and yet they are completely

familiar with the impact of those decisions on them.

Antidote: support people at all levels of power to understand

how power operates, their level of power, what holding power

responsibly looks like, and how to collectively resist and heal

from internalized tendencies to hoard and defend power.

PATERNALISMPATERNALISM



THE BELIEF THAT THERE IS SUCH A THING AS BEING OBJECTIVE AND THAT

EMOTIONS ARE INHERENTLY DESTRUCTIVE, IRRATIONAL, AND SHOULD NOT

PLAY A ROLE IN DECISION-MAKING OR GROUP PROCESS.

ASSIGNING VALUE TO THE "RATIONAL" WHILE INVALIDATING AND/OR

SHAMING THE "EMOTIONAL" WHEN OFTEN IF NOT ALWAYS THE "RATIONAL" IS

EMOTION WRAPPED UP IN FANCY LOGIC AND LANGUAGE.

ANTIDOTE: ASK YOURSELF AND/OR THE GROUP WHAT A SITUATION MIGHT

LOOK LIKE FROM THE POINT OF VIEW OF THOSE NOT PRESENT; DEVELOP

AUTHENTIC RELATIONSHIPS WITH THOSE WHOSE WORLD VIEW AND/OR

EXPERIENCE COULD AND WILL INFORM YOUR WORLD VIEW.  REMEMBER,

EVERYONE HAS A WORLD VIEW AND ARE STEEPED IN THAT WORLD VIEW AT

ALL TIMES. USE "I" STATEMENTS TO REDUCE GENERALIZATION OF THOUGHT.

OBJECTIVITYOBJECTIVITY



Discussion BreakDiscussion Break



EITHER/OR THINKINGEITHER/OR THINKING
things are either/or, good/bad, right/wrong, with us/against

us (Binary Thinking). no sense that things can be both/and.

creates conflict and increases sense of urgency, as people

have to make decisions to do either this or that, with no time

or encouragement to consider alternatives, particularly

those which may require more time or resources.

ANtidote: Notice when you or others use ‘either/or’ language

and make time to come up with more than two alternatives.

acknowledge the ways in which oppressions intersect and

reinforce each other as well as the ways in which oppression

can be operating at the interpersonal, institutional and

cultural levels.



particularly violent both psychologically and physically in its  

focus to ignore and/or erase the culture and communities being

"saved" while seizing their land, labor, architecture, music,

food, and other material goods to commodify for profit.

BIPOC faculty and students have to navigate overt and subtle

accusations of being admitted simply to  satisfy an affirmative

action requirement while their white counterparts can make

assumptions of qualifications and often giving the benefit of

the doubt to others who are white.

ANTIDOTE: knowing ourselves so that we become skilled at

catching our internalized assumptions about our own qualified-

ness. Prioritize Relationships over being right.

QUALIFIEDQUALIFIED



All resources of a organization are directed toward

producing measurable goals.

things that can be measured are more highly valued

than things that cannot. little or no value attached

to process; if it can't be measured, it has no value.

Antidote:  insure that any cost/benefit analysis

includes all the costs, not just the financial ones. 

 establish goals and evaluate performance on

holistically.

QUANTITY OVER QUALITYQUANTITY OVER QUALITY



observed in systems of accountability and ways we determine

success. The bigger the organization, the assumption that

things are better

valuing those who have "progressed" over those who "have

not" - where progress is measured in degrees, grades, money,

power, status, material belongings - in ways that erase lived

experience and wisdom/knowledge that is invisibilized 

Same discriminatory policies and procedures exist in the

organization, now there are more harm is being inflicted on

the team.

Antidote: distinguish between growth, which is necessary and

organic, and the conditioned desire for "more" - more stuff,

more transactional power, more people, etc. for its own sake.

PROGRESS IS BIGGER, MOREPROGRESS IS BIGGER, MORE



Discussion BreakDiscussion Break



if it is not in a memo, it doesn't exist. the organization does

not take into account or value other ways in which

information gets shared.

those with strong documentation and writing skills are more

highly valued, even in organizations where the ability to

relate to others is key to the mission antidotes.

the belief there is only one right way to do things and once

people are introduced to the right way, they will see the

light and adopt it.

Antidote: take the time to analyze how people inside and

outside the organization get and share information, honor

other ways of knowing and expression: oral storytelling,

embodied learning, visual and movement art, silence,

meditation, singing, dancing

.

WORSHIP OF THE WRITTEN WORDWORSHIP OF THE WRITTEN WORD



for white people it is seeing yourselves and/or demanding to be seen as an

individual and not as part of the white group.

for BIPOC people it is the classic double bind when BIPOC people are accused of

not being "team players" - punishment or repercussions for acting as an

individual if and when doing so "threatens" the team.

accountability, goes up and down, not sideways to peers or to those the

organization is set up to serve. competition more highly valued than

cooperation and where cooperation is valued, little time or resources

devoted to developing skills in how to cooperate.

Antidote: make sure the group or organization is working towards shared

goals that have been Collaboratively developed and named. Reward

collaborators and healthy group collaborations.

INDIVIDUALISMINDIVIDUALISM



The organizational structure is set up and much energy
spent trying to prevent abuse and protect power as it
exists rather than to facilitate the best out of each person
or to clarify who has power and how they are expected to
use it.

because of either/or thinking, criticism of those with
power is viewed as threatening and inappropriate or Rude.

people respond to new or challenging ideas with hostility,
making it very difficult to raise these ideas.

Antidote: Understand the link between defensiveness and
fear. When someone responds defensively, ask them to talk
through what they are defending.

DEFENSIVENESSDEFENSIVENESS



The refusal or inability to feel the emotional cost of
racism. This can Manifest in ways like suggesting that acts
of violence and rage targeting BIPOC communities and
people are deserved and/or ignoring or downplaying acts
of violence and rage directed at BIPOC.

 Erasing intersectionality - generalizing about a whole
group without recognizing the ways in which class, gender,
sexuality, religion, age, dis/ability, and other identities
inform our individual and collective experiences

Antidote: Take the time to understand yourself as both an
individual and part of a racialized group. Acknowledge the
Power of Intersectionality.

DENIALDENIAL



Discussion BreakDiscussion Break



the belief that those with power have a right to

emotional and psychological comfort. scapegoating

those who cause discomfort.

equating individual acts of unfairness against white

people with systemic racism which daily targets people

of color.

Antidote: understand that discomfort is at the root of

all growth and learning. welcome discomfort and learn

to sit with discomfort before responding or acting.

RIGHT TO COMFORTRIGHT TO COMFORT



when someone raises an issue that causes discomfort, the

response is to blame the person for raising the issue

rather than to look at the issue which is actually causing

the problem.

emphasis on being polite and respectability politics.

equates the raising of difficult issues with being impolite,

rude, or out of line.

ANTIDOTE: Seek out Transparent about power, so that

everyone understands who makes the final decision

and/or how the final decision is made before you dive into

the conflict.  don’t require those who raise hard issues to

raise them in ‘acceptable’ ways, especially if You are using

the ways in which issues are raised as an excuse not to

address them.

FEAR OF OPEN CONFLICTFEAR OF OPEN CONFLICT



little, if any, value around sharing power.

those with power feel threatened when anyone

suggests changes in how things should be done in the

organization, feel suggestions for change are a

reflection on their leadership.

Those with power assume they have the best interests

of the organization at heart and assume those wanting

change are ill-informed (stupid), emotional,

inexperienced.

ANTIdote: include power sharing as an explicit

organizational or community value. Have discussions

and define what good leadership looks like and include

how a good leader develops the power and skills of

others.

POWER HOARDINGPOWER HOARDING



SENSE OF URGENCYSENSE OF URGENCY
makes it difficult to take time to be inclusive, encourage democratic

and/or thoughtful decision-making, to think long-term, to consider

consequences.

frequently results in sacrificing potential allies for quick or highly

visible results.

reinforced by funding proposals which promise too much work for too

little money and by funders who expect too much for too little.

ANtiDote: realistic work plans based on the lived experience of the

people and organization involved. This includes collaborative

development of realistic funding proposals with realistic time

frames.



Discussion BreakDiscussion Break



COMBAT WSC WITH NSRCOMBAT WSC WITH NSR

NOTICE,  SHIFT,  REWIRE
(NSR)

Notice and naming our habits and tendencies

brings choice in where we can make a change.

Shift to break away from those tendencies.

Rewire our thought process and actions in

changing workplace culture.



FINAL THINGSFINAL THINGS

White Supremacy Culture is embedded in  our Personal and professional spaces.

Dismantling this culture is an arduous task, So please be sure to incorporate

self-care into your routine and start small.

It is okay if you find yourself slipping back into those habits, since bad


habits are hard to break. In the moment you must be able to check yourself,


forgive yourself, and remind yourself that you are still learning.

WSC is as normal as the air we breathe

It is a marathon NOT a sprint

We are all human



Resources from Today’s Session:

White Supremacy Culture Characteristics (Updated in 2022 - Use This Version!) 

Interview with Tema Okun on the Deconstructed Podcast, Feb 3, 2023

Building Resilient Organizations by Maurice Mitchell, Nov 29, 2022

Revisit Our Hour PPT on Unpacking Loaded Language

Links from Announcements:
Learn more about the CPB CSG and CPB Board Meetings; To offer feedback contact 
lsykes@nccu.edu 
Orgs that are hiring: Radio Milwaukee hiring experienced (3+ yrs) Underwriting AEs. Contact  
maxie@radiomilwaukee.org; WFYI is hiring in Indianapolis area; WBHM seeking ATC host/reporter; 
KQED hiring DEI Project Manager. Contact eabrams@kqed.org; KERA hiring BIPOC Fellow
Learning Ops: "Advanced digital investigations: How reporters can dig into online information and 
sources." This five-week course from June 12 to July 16, 2023, and costs $95;.Community Mental 
Health Event in Las Cruces, NM; Learn more about this year’s PMDMC

Get to Know Cortez Washington:  LinkedIn,The Unapologetically Black Gaming Podcast

Please Take the Our Hour Feedback Survey… your feedback and ideas matter!


