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“The short and simple answer is that [social] justice, like compassion, is just one form of an 
ethically grounded, mindful response to suffering in our lives.”   

- Rhonda Magee, Author & Social Activist

How does an organization that values connection, inclusion, and non-judgment authenti-
cally "walk the walk" at all levels of the organization? Our goal with this report is to provide 
other organizations a sense of support and solidarity on this journey, which can be painful, 
but so worth it. This work has been filled with difficult, messy, challenging moments that 
have pushed many of us in leadership at iBme outside our comfort zones and forced us to 
rethink the assumptions that underlie our organizational practices.  

At iBme, we believe that justice and equity are at the core of mindfulness and compassion – 
not something extra. Through working in community to grow our awareness of our condi-
tioned racism, sexism, heterosexism, classism, ableism, and ageism, and all forms of  
implicit and explicit bias and oppression, we are able to work towards collective freedom. 

We have learned a lot about what it means for an organization that is primarily staffed by 
people from the dominant culture- which is defined by beliefs of white racial supremacy, 
heteronormative patriarchy, capitalism, ageism, and ableism in the cultural contexts we 
work in - to engage in equity work, and we continue to figure out how to navigate this  
process.  

In 2013, iBme officially began to embark on an initiative to align our values of equity and 
justice with our organizational practices. As a mindfulness organization led by mostly 
white, cisgender, middle-income, and able-bodied staff, this work has given us the oppor-
tunity to see our social privileges and deepen our mindfulness, in some cases to whole new 
realms of awareness, and has allowed us to confront our hegemonic ways of understanding 
the world and our places in it. Also crucial to strengthening our mission is the introduction 
of mindfulness to a diversity of teens through our teen mindfulness retreats. At a more pro-
found level, exploring the intersection of our values of equity and mindfulness has made all 
of our work more powerful and integral.  

The time has come for all mindfulness communities to engage in the 
work of equity and justice—to move outside of the notion that our 
meditation practice, and even diversity and inclusion work, are to serve 
the benefit only of the individual or organization. Mindfulness helps us 
to discern wise action so that we can move beyond ourselves, and into 
broader work for social change. Mindfulness helps us to see and touch 

SUMMARY 

INTRODUCTION 
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our interconnectedness with others so that we can engage in activism from a place of 
discernment, wisdom, and compassion.  

It is from this place that we at iBme have built our commitment to the work of equity and 
interdependence. We urge other white led organizations to commit to the work of equity and 
interdependence too, and we look forward to collaborating with other mindfulness organi-
zations to co-create the future we want to live in. 

This paper is intended to support mindfulness organizations who want to lead from a heart
-centered place of shared power and equal access to resources and to address inequity and
power blindness. Our intention is not to portray ourselves as experts, nor to provide a step-
by-step formula of how to partake in anti-racist or anti-oppression work. What we have is a
framework to manage the process of waking up to the impact that our biases - known or
unknown - have on our work.

This paper is filled with honest reflection, stories, and teachings from folks in our communi-
ty about where we have been, what we’ve learned, and where we are going. We hope it pro-
vides others who are also going through a process of organizational equity work a sense of 
support and solidarity. We have also included a glossary of keywords that we have found to 
be critical in understanding and communicating our understanding of justice, equity, and 
interdependence work. In the Additional Learning Resources area you will find links that can 
help develop deeper understanding of the concepts and practices discussed in the report; 
these items are highlighted in bold throughout the text.  

The paper is designed to: 

• Describe the mission of iBme and the centrality of equity to this mission.
• Outline the development of our equity and interdependence work.
• Frame the complexity of introducing mindfulness to a diversity of teens.
• Elaborate on what we have done well.
• Discuss challenges we have faced in doing this work.
• Assess our best practices to help others move from intention to action.
• Discuss where iBme’s equity and interdependence work is headed next.
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“It’s not everyday that one gets to work in beloved community with adults who are wholeheartedly 
dedicated to nurturing young people.”  - Dawn Scott, Lead iBme Teacher 

Officially incorporated in 2010, Inward Bound Mindfulness Education (iBme) is a nonprofit 
that offers in-depth mindfulness programming for youth and the parents and professionals 
who support them. Our programming guides teens and young adults in developing self-
awareness, compassion, and ethical decision-making strategies, and empowers young 
people to apply these skills toward improving their lives and bolstering their communities.  

iBme retreats are held in locations across the United States, Canada, and the United King-
dom. Between 20 and 60 youth typically attend each retreat. iBme teachers and mentors 
are professionals in the areas of mindfulness, health, and education who are dedicated to 
empowering teens and young adults in a supportive environment. 

Our retreat staff bring years of personal mindfulness practice to their roles, modeling  
authenticity, compassion, and respect. Each retreat has a 3:1 teen to staff ratio. The  
administrative office for iBme is located in Concord, MA, and is staffed by six full-time 
employees, currently working remotely from different regions of the country.  

“Even if we have to pause and let things digest, we always come back to the conversation to repair 
and heal. That’s intimacy, that’s real relationship.”  - Enrique Collazo, Lead iBme Teacher 

Mindfulness is a practice that calls us into an investigation of our realities and our minds, 
as well as our hearts. It is a practice that helps us to understand the interdependence  
between all humans and non-human beings, as we work to see that all of our lives are  
inextricably bound up in one another. This understanding inspires us to work towards  
equity in a society that has been built on a paradigm of power and control (domination  
and oppression).  

It is the work of mindfulness to recognize without judgment and 
to question with loving-kindness the way our minds, relation-
ships, and institutions have been shaped and conditioned by 
one’s culture and lived experiences to behave in ways not in  
integrity with our deepest values and highest good and their 
roots in systems developed to justify unfair distribution of  
resources. Contemplative practice supports us to work together 
to create new systems of relating to each other that are rooted 
in caring for the needs of all.  

THE MISSION OF iBME  

WHO WE ARE 



 8 

iBme Equity & Interdependence Report 2020 

We have been asked why it is appropriate to consider engaging in social justice as an  
aspect of teaching mindfulness. As our friend, author and mindful social activist, Rhonda 
Magee writes, “The short and simple answer is that [social] justice, like compassion, is just 
one form of an ethically grounded, mindful response to suffering in our lives.” At iBme, we 
believe that justice and equity are at the core of mindfulness and compassion - they are not 
something extra.  

We define justice as Dr. King articulated, “power correcting everything which stands against 
love.” We define equity as both the social condition in which everyone has the freedom and 
resources to live whole and balanced lives, and the process by which an unjust society  
rebuilds itself to create that universal freedom.  

As an organization whose mission is to teach mindfulness to the next generation, we have 
the opportunity to teach a way of relating to the present moment and all life circumstances 
with justice at its core, and, therefore, accelerate social change as these young people take 
what they have learned with us and apply it in their communities. It is our intent, and  
commitment to practice what Dr. Cornel West preaches when he says, "Justice is what love 
looks like in public."      

We have made it our mission to do the messy, difficult work of striving for interdependence 
and equity as we develop our organizational systems. We are part of a larger movement of 
mindfulness communities committed to recognizing the ways inequity is embedded in the 
Western mindfulness tradition. Mindfulness became largely popularized in North America 
through the efforts of white, highly-educated, mostly male practitioners who couched 
mindfulness teachings in a way that resonated with the dominant culture and the identities 
to which they belonged.  

In most cases, these early teachers were from white, western cultures and had converted to 
Buddhism. Today, mainstream mindfulness has a firm foothold in white, often privileged 
communities; although there are vibrant, Asian-American Buddhist communities active and 
engaged in the US today and they are often themselves marginalized by mainstream mind-
fulness. Unfortunately, mainstream mindfulness practices, which are often focused on are 
still relatively inaccessible in communities that reflect other histories and origins.  

We are committed to exploring the dominant cultural lens 
through which mindfulness has been filtered, and to creat-
ing organizations and spaces that are just, equitable, and 
mindful. This commitment means being willing to sit with 
the feelings of shame, anger, and resistance that may arise 
from acknowledging our mistakes and differences and  
being willing to remain engaged in a relationship with  
others until a mutual respect and understanding is reached. 
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It is our specific mission to make mindfulness accessible to a diversity of youth beyond the 
white, middle/upper class, able-bodied communities where the practice of mindfulness has 
been insulated for so long. iBme has committed to creating accessible and appropriate  
programming so that youth of all races, genders, socioeconomic classes, abilities, religions, 
and ethnicities can benefit from mindfulness practices. This is reparative work in that it 
transfers critical cultural resources back into communities whose access to their own 
equivalents of mindfulness wisdom traditions have often been cut off through colonization, 
oppression, and genocide. 

We recognize that many in our community are actively disadvantaged and encounter  
systems of oppression every day. These have an especially significant impact on our young 
people because of the additional disempowerment of children and teens in our society.  
Designing and implementing policies rooted in inclusive and shared power paradigms, 
strengthens iBme’s ability to serve more youth from vulnerable communities and to work 
with more diverse teachers and staff.  

In addition, iBme’s commitment to diversity and accessibility offers an all too rare oppor-
tunity to build understanding, connection and lasting relationships with peers across wide 
differences of race, gender, socio-economic status, sexual orientation and ability. By  
supporting young people to deepen awareness, compassion, and ethics and empowering 
their voices, we are investing in our collective future, one with greater liberation, justice and 
well-being for us all. 

“The staff were all trying to be nice, good white people, and they all genuinely cared about social  
justice, but when five teens of color left within hours of arriving, it prompted a lot of soul searching: 

What are we doing wrong?”   - Jessica Morey, iBme Co-Founder 

A commitment to equity and diversity has been at the core of our values and practice even 
before we were called iBme. Our teen retreats were first initiated in 2003 under the auspices 
of the Buddhist Peace Fellowship, an organization centered at the intersections of mindful-
ness practice and social justice. As iBme became formalized, our intentions of accessibility 
and diversity were already deeply ingrained.  

EQUITY & INTERDEPENDENCE WORK AT iBME  
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However, equitable intentions are not enough to manifest real change; intent is not impact. 
As an organization led mostly by staff with socially-privileged, dominant culture identities, 
we have deep work to do to transform the beliefs, thought patterns, systems, and policies 
that perpetuate bias in our organization and cause harm to those with socially marginalized 
identities.  

During the early years of hosting teen retreats, retreat participants and staff mostly reflect-
ed dominant culture identities. Although a few teens of color and LGBTQIA+ teens some-
times attended the retreats, we were unable to sustain a diversity among retreat partici-
pants that reflected the multiplicity of North America. Aware we had a problem, we began to 
explore what the barriers to participation in our program might be. Our first step was to  
prioritize outreach with the intention of diversity, specifically recruiting teens of color and 
low-income teens. Ultimately, this outreach created the conditions that truly exposed the 
urgency for us to engage in deep equity work.  

“There are a lot of built-in blind spots in mindfulness as it is practiced today. … I’m not sure if anyone 
has taken on how to restructure mindfulness retreats  to really fit diverse populations.  

Those models are still yet to come.”   – Tempel Smith, iBme Lead Teacher 

As we work to make retreats accessible to as many teens as possible, we recognize the 
systemic nature of the barriers to our vision. The challenges that we face to embody princi-
ples of equity and interdependence are a reflection of the context through which Western 
mindfulness was translated. Understanding how to both honor the traditional roots of 
mindfulness, the Westernized form of practice, as well as the many ways that one can  
practice mindfulness without calling it “mindfulness,” has become a topic of ongoing  
conversation as it pertains to holding space for a diversity of teens.  

A wake up call... 
In 2013, iBme hosted a teen retreat at a remote center in Northern 
California. After a heavy outreach drive to many youth of color  
living in urban Oakland, the iBme mentorship and teaching team, 
all of whom were white, were excited to welcome and hold the re-
treat container for the “diverse” teens that would attend. It was—
unknowingly—the recipe for chaos, mistakes and a lot of learning. 

The retreat began when the first vanload of attendees pulled into 
the retreat center. Within moments of their arrival, many the youth 
of color were huddled together conspiring to escape: “We gotta 
go.” The retreat environment was so unfamiliar—remote, quiet, 
vegetarian— that many urban teens felt unsafe. Hardly anything 

THE COMPLEXITY OF INTRODUCING MINDFULNESS TO A DIVERSITY OF TEENS 
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about the retreat container reflected their experience. It was both explicitly and implicitly so 
white.  

By the end of the first night, five teens of color had already left the re-
treat, and the staff were in crisis. As Jessica Morey, former Executive 
Director of iBme, recalled, “The staff were all trying to be nice, good 
white people, and they all genuinely cared about social justice, but 
when five teens of color left within hours of arriving, it prompted a lot 
of soul searching: What are we doing wrong?’“ 

The challenges continued. On day three of the retreat, everyone was seated in the dining 
hall, eating dinner, when a young white woman suddenly threw food at a young, latinx man 
seated across the table from her. He had been a dedicated practitioner throughout the  
retreat but when hit with the food, he stood up and erupted. His fierce reaction triggered a 
staff member, whose own visceral reaction escalated the situation further as he tried to  
remove the young man from the dining hall. Enraged, the young man went outside and 
smashed a potted plant in the driveway.  

It turned out that the young man had made a gesture to the young 
woman in reference that she found offensive, which was related to 
activities she had been involved in with other teens during break 
time. The activities included drugs and alcohol, a violation of iBme 
policy. Based on the reaction and history of the young latinx man, 
staff assumed he was responsible for engaging in, if not supplying, 
the illicit substances. In an effort to extract the full story to know 
who to send home, staff identified a small, privileged, fourteen-year
-old white boy to “tell us everything.”

Wrong. The supplier of the drugs and alcohol turned out to be the same small white boy 
whose demeanor, class, and skin color had led the staff to presume was an innocent. The 
young man of color’s only involvement had been the gesture to the young woman. He had 
come on retreat to develop a meditation practice—not to drink in the woods.  

“It was a real eye opener for the staff,” Jessica Morey recalled. “We began to see our  
shakiness as well-intended white people. We were so wrong about this idea of who would 
bring in drugs, and who the ‘problem’ and ‘at-risk’ kids would be.” The retreat was a call to 
investigate the ways in which we were and were not creating a space for all teens to feel 
welcome and included. If teens do not feel safe or accepted on retreat, how can they  
practice mindfulness? And what does it mean to invite to youth of color to a mostly white 
retreat in the middle of the woods with a predominantly white staff?   

Lacking education on systemic racism, oppression, and our implicit biases, we had failed to 
create a safe container for youth of color and had stereotyped teen participants based on 
race and class. Recruiting teens of color to attend retreats without looking at our own rac-
ism and biases was not effective or kind, nor, if we are to be fully transparent, particularly 
mindful. We needed to educate and train ourselves first. We shifted our focus determinedly 
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toward the process of moving inward to look deeply at our own organization’s entrench-
ment in dominant culture.  

Racial Diversity Initiative 
In 2013, we began our formal diversity initiative with funding support from the Trust for the 
Meditation Process. Working with our diversity consultant, Jennifer Cannon, we created  
organizational goals for the training and development of iBme staff, volunteers, teachers, 
and board members. These goals included: 

• Raising consciousness levels about power, privilege, and oppression.
• Reflecting on social identities.
• Developing cultural competency.
• Institutionalizing anti-oppression policies and commitments.

We also began an initiative to diversify retreat staff and 
teachers, inspired by La Sarmiento, lead teacher of our  
Virginia Teen Retreat, who took action in the Virginia area. 
This initiative to diversify staff became institutionalized on 
the national level with the formation of iBme’s Guiding 
Teachers Committee, a committee established in large part 
to identify, train, and recruit teachers who represent the 
same multiplicity of identities we aim to engage in our teen 
retreats. By 2014, the percentage of iBme retreat teachers 
who identified as People of Color (POC) had grown to 29%. 
By 2019, that number has grown further to 55%.  

In 2015, we hired Sebene Selassie and Bob Agolia to survey the iBme community and  
compile a report on our diversity efforts. Our goal was to examine how well our diversity  
initiative in practice correlated with our stated goals of consciousness raising, reflection, 
and concrete action for teachers and staff members. The report found that iBme was fairly 
successful overall in actualizing our stated goals, but we needed to communicate these 
goals to staff, teachers, and board members with greater clarity and explicitness. It also 
recommended we shift the lens of our internal work to focus our efforts more deeply on 
justice than diversity.  

From Diversity to Justice 
In 2016, we institutionalized our first committee dedicated fully to diversity and equity, the 
Equity and Interdependence Committee (EIC). The EIC is premised on the understanding 
that our lives are interdependent with one another, which inspires us to work towards an 
equitable society. It was established to support iBme in accomplishing fulfilling the  
commitment to social justice and inclusion that is central to our mission: To guide young 
adults in developing self-awareness, compassion, and ethical decision making, and  
empower them to apply these skills in improving their lives and communities. 



 13 

iBme Equity & Interdependence Report 2020 

The EIC began by developing its mission, vision, framework, and strategy, and articulated 
goals for the coming year. The committee also gathered relevant data from the iBme com-
munity to help frame where the work of the committee was needed most. The initial  
focus was training retreat teachers and staff.  

In the spring of 2017, the EIC held two webinars for retreat staff and volunteers that defined 
equity and interdependence, and covered topics relating to power, oppression, and relation-
ships to power. Throughout the summer, the EIC refined the retreat staff training materials 
on equity, including developing reading requirements and writing the curriculum for training. 
That curriculum included caucusing, open-ended discussion, and formalized lessons on 
history and power. The EIC also worked closely with the Board of Directors to conduct  
equity-based trainings for the board.  

“I was MOVED by being here.” - Kory, Mindful Schools 

In May 2019, iBme led a powerful three day convening of 40 organizational leaders and  
educators working at the intersection of mindfulness, youth, and equity, which was spon-
sored by the Ford Foundation. 

Our goals for the gathering were to: 

• Build community amongst educators working at the intersection of youth, mindfulness,
and social justice.

• Grow our commitment to and shared knowledge about equity.
• Share best practices on teaching mindfulness with greater cultural awareness and

humility, and integrating equity and accessibility more deeply into our organizations.

There were many powerful learnings to share from this project and we intend to create a 
report that can be widely shared. Below are a sampling of key learnings:  

We learned a lot in the planning process for the convening
through challenges on the steering committee made up of a
diverse group of iBme staff, teachers, and leaders from
partner organizations. We faced issues of power, culture
and diversity in real-time as we worked together to create
the convening and determine who to invite given limited
funding. We ended up inviting a skilled collaboration
facilitator, Uma Lo, to support communication and learning
on the steering committee. This process was
transformational and powerful, and we incorporated our
learnings directly into how we held the convening with the
wider group.  

FORD CONVENING ON EQUITY, YOUTH, AND JUSTICE 
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We learned that trust and relationship building lays the foundation for all the other work we 
do together and is vital! We also learned that we could accomplish a lot in a relatively short 
period (6 months to plan entire convening from finalization of funding) and at the same 
time, we learned that when working in a truly diverse group that values all voices, address-
ing equity and power imbalances, requires a lot of time for conversation, connection and 
community building, even outside of addressing specific challenges.  

We learned that even though the incorporating ongoing input from participants during the 
planning slowed down the process, rather than versus the Steering Committee coming up 
with the set of topics alone, the process included more voices and created a greater level of 
equity, and inclusion, and creativity into the structure of the event itself.  

We learned that while from an “intellectual” perspective, 
bringing in creativity and community sharing aspects may 
have appeared to be cumbersome and time consuming, 
particularly to “white” or dominant culture members of the 
steering committee, in the end they allowed for deeper 
connections and more trust between participants, which 
made all of the other work go quicker and more smoothly 
and  allowed for more authenticity especially when deal-
ing with difficult issues like equity and social justice in a 
diverse group.  

In addition, contemplative practices throughout the convening helped deepen individual 
awareness and integration, enhancing a shared perspective and focusing the group, while 
not relying solely on speech and “vocalities.” We will definitely emphasize making time for 
community building and culture sharing going forward and already have implemented this 
in iBme’s year- long teacher training.  

Finally, we learned that being intentional and on the same page with our language  
facilitates communication and allows us to resolve tensions and conflicts more  
easily because it reduces misunderstandings and miscommunications. The definitions and 
articulations of equity, social justice and secularity that were developed by the working 
groups have already been put into practice and shared in iBme’s teacher training. Other 
convening participants have shared their notes and the presentations from each working 
group with their boards and colleagues, to great appreciation.  

Across the board, the participants expressed deep gratitude for the gathering and a sense 
of the profound value of our time and work together. This convening was just a starting 
point, to lay the framework for how and why equity and justice are integral to our mindful-
ness practice and educational programs. 

“I expected to learn, to grow, but I didn’t expect that I would feel this  internal shifting. I do equity 
work. I do white anti-racist work. I work in  communities of color.  And yet, I was MOVED by being 
here.” - Kory, Mindful Schools 
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“I’m just so grateful. Because I know that the amount of work by the organizers… made a  
historic gathering possible. All of us here believe authentic mindfulness is necessary for an 
enlightened and equitable world. This convening is a pivotal catalyst toward realizing that 
possibility.” - Stephanie Luz Cordel, Mindfulness First 

“Please develop a formal network for us to build on this convening - there are many people 
missing from this event that have a lot to offer especially in building power and changing  
systems that can also hold this group accountable to our communities and those on the mar-
gins”  - Barnaby Willett, Peace in Schools, Portland Oregon 

“It’s not everyday that one gets to work in beloved community with adults who are wholeheartedly 
dedicated to nurturing young people, giving them a space to fully be themselves -- to laugh deeply and 

be nourished by their music and culture. Shout out to all the mentors, cooks, retreat manager, and 
teachers who embodied trustworthiness and deep care!”   - Dawn Scott, Lead iBme Teacher 

As we painfully learned from some of our challenging experiences, we cannot hold a safe 
container for teens, especially teens with culturally, socially, and systemically marginalized 
and oppressed non-hegemonic identities, without first 
looking at our own internal biases and conditioning. 
Our intention for iBme to become an equitable organi-
zation needs to be actualized from the inside out. The 
following are ways that our efforts have been beneficial 
and successful in our continuing organizational trans-
formation. Some of our efforts in this direction have 
proven to be effective.  

Formalizing Our Internal Equity and Anti-racist Work 
It has been helpful for us to institutionalize our equity and anti-racist work through the for-
mation of the Equity and Interdependence Committee (EIC). Having a formal entity dedicat-
ed to moving equity, justice, and accessibility to the center of iBme’s praxis has kept staff, 
teachers, and board members accountable to our mission, and serves as a daily reminder 
of the core intentions of our work. 

Supporting staff and teachers in developing a lens of equity and interdependence through 
the work of the EIC has included: 

• Sending mandatory justice-based readings and video lists to staff and teachers to
reflect upon before retreats.

• Convening retreat staff for a two-to-three-hour workshop on diversity and equity, led by
chosen staff members, before teens arrive at the retreat location.

WHAT WE HAVE DONE WELL  
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• Creating curriculum to support these trainings and also giving workshop facilitators
jurisdiction over how the trainings will be presented, thus making space for a multiplicity
of voices and perspectives.

• Including options for caucusing and open dialogue in addition to activities and/or more
formal lessons on diversity and equity.

• Supporting staff and teachers year-round via Equity and Interdependence webinars.

We have found that the most crucial, difficult, and revelatory equity and anti-racist work  
often takes place in difficult conversations that arise between individuals. Creating an  
environment, such as the pre-retreat workshops, that makes these conversations not only 
possible, but inevitable, has been critical to advancing our mission of offering mindfulness 
to a diverse group of youth. 

We have also found that transparency is paramount. In honor of this truth, we launched our 
Equity and Interdependence Dashboard in the summer of 2020. This public web portal  
presents our equity commitments and future goals, along with details on our de-
mographics, accessibility policy, partnerships, and staff training. It also provides a list of 
community resources from our teachers and participants. 

To inform our future commitments, the administrative staff recently completed a Diversity, 
Equity, and Inclusion Assessment. The DEI Spectrum Tool developed by the Center for  
Equity and Inclusion in Portland, OR seeks to assess where an organization is on its DEI 
journey and identify potential areas for future work or growth. Upon completing the assess-
ment, the staff team participated in nearly ten hours of discussion facilitated by iBme’s 
newly hired equity consultant, Raquel Castro-Corazzini. Another survey was completed by 
current board members and retreat teachers and mentors. The insights from each directly 
inform the Where to Next section below. 

Hiring Through the Lens of Justice and Equity  
A proven commitment to justice and equity is a requirement for our people. While our inten-
tion is to support staff in unlearning oppressive systems, our intention is not to teach that 
oppressive systems exist. We ask those interested in engaging with iBme as a staff person 
to already inhabit some kind of justice-analysis—to come aware of internalized patriarchy, 
sexism, racism, ageism, homophobia, and so forth. It is part of the hiring process at iBme to 
examine the personal and professional work each applicant has done in those areas, and 
we choose staff based on their experience in doing this work.

As of this publication, we are also in the process of hiring a 
new team member to create greater capacity around our 
program, equity, and community engagement efforts. This 
new hire will center their work using an equity lens to grow 
our existing regional grassroots communities through 
thoughtful partnerships and engage with diverse communi-
ties to respond to their needs. A clear job description and 
intentional recruitment strategy has resulted in a highly  
diverse and experienced pool of candidates.  

https://ibme.com/equity-and-interdependence/
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Diversifying Retreat Teachers and Staff  
The need for retreat staff to reflect identities from many races, ethnicities, abilities, gender 
identities, sexual orientations, and classes is clear to us– teens on retreat feel most  
supported when their life experiences are in some way reflected by teachers and mentors. 
Having a diversity of teachers is about more than representation (though that is important, 
too). It is also about the many ways identities inform translations of mindfulness teachings. 
The ways that we understand the world are deeply affected by our social conditioning and 
experiences.  
 
When our teaching teams represent a multiplicity of back-
grounds, voices, and ways of being, all teens can find an entry 
point for relating to the teachings of mindfulness. Our mission  
to ensure each retreat is staffed by teachers who represent a  
diversity of identities has made our retreats—and mindfulness—
feel safer and more accessible to teens of all identities. It has  
also made the teachings themselves deeper and more expansive 
as each person present contributes their richness to the overall 
abundance of wisdom in our community.  
 
Diversifying Teen Participants Organically  
Our intention of engaging in internal equity work is to create the best possible experience 
for all teens on retreat. The more work we have done to uncover and transform our social  
conditioning, the more we have been able to serve teens from all different identities. Rather 
than tokenizing and reaching out to “diverse” teens to fill spots on our retreats, our retreats 
have become diversified organically as a result of the work that we have done internally. We 
have learned that the most effective methods for equitable and diverse teen participation is 
relational. Teens who love a retreat reach out horizontally to bring in peers.   
 
Creating Affinity Spaces and Justice-Centered Programming  
On August 6th, 2019, an experienced 12-person staff team of color welcomed 22 teens to 
our inaugural Teens of Color retreat! On all accounts, based on feedback from teens, par-
ents, teachers and staff, this was a groundbreaking, transformative and healing program. 
We believe holding a retreat specifically for teens of color was a powerful step on our path 
to building a multi-identity, beloved mindfulness community. We chose to host this retreat 
because we believe that at times racial caucusing can make mindfulness training more  
accessible to groups that have been historically underserved. 
 
In addition to the day to day challenges all teens in the United States meet, teens of color 
face a unique set of racial identity based challenges. We recognize that the needs of these 
participants are not single-issue, but intersectional by nature. Our goal is to create a  
welcoming and safe environment where participants develop lifelong skills of mindfulness 
and compassion that they can draw from as they return to their communities. 
 
Since our first retreat in 2019, we expanded our 2020 summer programming to include a 
month-long online multi-generational space for teens, young adults, and adults of color. 
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The programming represented a shift in decision-making from the core program staff to 
the BIPOC retreat/regional leadership. Historically, programs have been decided by the core 
team, and then regional staff/teachers have executed on programs decided by the core 
team. Instead, the BIPOC programming was entirely directed by this affinity group, a pilot 
model we plan to continue in the future.  
 
This programming included a dynamic series of 4 workshops, and a three-night retreat. 
These two programs together welcomed 59 participants from across the country, spanning 
three time zones. Several of the teens involved in the program were alumni and worked to 
market peer-to-peer via social media, representing a new model in teen leadership. The 
programming covered a wide range of topics, using a lens of mindfulness and identity to 
explore: Love and Rage; Joy, Victory, and Contemplation; Health and Wellness; and Cultural 
Expression/Rights Speech. 
 
We also offered two other courses related to equity during our 2020 Contemplative Summer 
School - Meditation as a Support for White Anti-Racist Action and Embodied Sacred Activ-
ism. Our justice-centered courses had tremendous success, and attracted the three largest 
course cohorts of the summer, pointing to the desire for our community to engage with 
these complex topics. With a total enrollment of 99 participants, we are thrilled to support 
teens, young adults, and adults in using mindfulness to anchor exploration of the critical 
issues of their awareness and resilience as we live into the time of transformation in a  
tumultuous political climate. 
 
Creating a Structure of Collaborative Leadership  
Part of our understanding of equity involves thinking about the ways that power is held and 
distributed. Although our society has been structured around hierarchy and concentrating 
authority around those with dominant culture identities, we believe that it is possible to 
take an approach of “power with”, instead of “power over”. We have dedicated ourselves to 
the work of undergoing a process of collaborative leadership restructuring, as well as  
having ongoing conversations about adultism, in an effort to address and correct unequal 
power relationships. 
 
In alignment with our goals of working towards equitable 
power distribution as a principle of equity and interde-
pendence, we have worked with a collaborative leadership 
consultant since 2017 to help us formulate and implement 
these ideas. Within our Collaborative Leadership System, 
staff distribute decisions based on each person’s roles 
and responsibilities, willingness, and resources. This  
collaborative decision making also extends to the Board, 
who have opted into working groups based on interest and 
willingness, and work with staff to tackle big decisions.  
 
 
 

https://ibme.com/equity-and-interdependence/collaborative-leadership/
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The five core systems outlined in the Bay Nonviolent Communication Collaboration in the 
Workplace model include (1) feedback, (2) decision making, (3) information flow, (4) conflict 
resolution, and (5) resource allocation.  
 
2020 marked a critical year in this process with the Executive Director role being dissolved 
and former Executive Director and co-founder, Jessica Morey, transitioning out of staff 
leadership. The administrative staff also completed a feedback training program, which will 
be rolled out to retreat staff and board, and created a recurring schedule for giving and re-
ceiving feedback. The team also made all salaries transparent and created a criteria for de-
termining them collaboratively in the future. The criteria includes personal financial needs, 
historical disadvantage/privilege, and sets a 150% maximum range from lowest to highest 
salaries. 
 
Cultivating an Awareness of Adultism 
As an organization that works primarily with teens, we believe that it is necessary to fully 
incorporate teen voices into decision-making in our organization to avoid falling back into 
patterns of adultism. Because of the nature of teen retreats—we are adults, they are teens—
adultism is part of the framework of our organization. By initiating conversations about 
power—power with, not power over—we have learned to be more conscious and to align our 
vision with our actions and expectations. How we show up for teens is central to our func-
tion as an organization.   
 
Using Mindfulness to Support Hard Conversations 

Our mindfulness practices seep into every aspect of our equity and 
justice work. Discussions about racism, power, privilege, and oppres-
sion can be painful and complicated, particularly for white people 
from privileged backgrounds who are accustomed to thinking of 
themselves as “nice.” Keeping mindfulness at the core of these con-
versations has helped us tremendously to approach our work from a 
place of compassion—no matter how messy it gets. It is often these 
challenging conversations between individuals where the real work of 
moving the needle on equity, justice, and interdependence gets done.  

 
One example to illustrate this truth occurred in the spring of 2020 during the COVID-19 
pandemic in conversations between our admin staff and teens of color programming lead-
ers. When we realized that the pandemic would threaten our spring and summer in-person 
retreats, we were very concerned because the program fees from those retreats represent-
ed approximately 30% of our annual revenue. We quickly reached out to all of our regional 
retreat funders (about 20 major restricted gifts including our teens of color retreats grant) 
to see if they would redesignate their gifts to general operating so that we could have the 
flexibility to shift programming as needed in response to COVID and have the support we 
needed to cover our baseline overhead for this year. Most agreed, including the funder of 
the teens of color retreats. 
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After several planning meetings held by 15 retreat staff of color and a transparent update 
on our financial standing for the year, there was a request to redesignate all of the original 
grant amount back to teens of color programming to cover additional costs for the sum-
mer, as well as invest in outreach and organizing work for future programs. The group also 
requested that they have full autonomy over the management of the budget.  

This was an unprecedented request to shift decision making power and financial manage-
ment away from the admin team, which resulted in a series of difficult conversations. Ulti-
mately, the admin team agreed to the request. Everyone learned (and is still learning) so 
much from the process that will inform future collaborations. The key learning for admin 
staff was that this 'request' still needed to be made, which reflects the power still held by 
them and the lack of upfront collaboration and flow of information. 

In the words of some of our staff and retreat teachers:

“These are hard conversations. People’s personalities, their own conditioning, their shame, it all 
comes to the surface when we are having these conversations for the first time. Just because 
we practice mindfulness doesn’t mean we are always equanimous and skillful. But what’s cool 
is that even with the discomfort or resistance or harm that might be caused in conversation, 
mindfulness allows people to stay in the conversation: “Okay, this is coming up for me right 
now. It’s like this.” Even if we have to pause and let things digest, we always come back to the 
conversation to repair and heal. That’s intimacy, that’s real relationship.”   – Enrique Collazo, 
iBme Lead Teacher  

“The discomfort that comes up for each of us [in conversation] is a place to start deconstructing 
your own discomfort, but do not let your discomfort bend your mind away from the topic. Dis-
comfort is where privileged people have to practice their mindfulness.” – Tempel Smith, iBme 
Lead Teacher 

“Mindfulness allows us to walk through the fire and hold hands.”  - Charisse Minerva Spencer, 
iBme Lead Teacher  
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“I think everybody ultimately wants to be an inclusive, welcoming,  diverse, equitable community, but 
a lot of people don’t get that it’s really hard work.. It’s really confrontative work with regards to our 

own personal stuff—how we interact  with each other, the power dynamics that happen.”  
La Sarmiento, iBme Lead Teacher 

Culture of Mindfulness Practice 
Traditional mindfulness practice—sitting in quiet and moving  
towards the internal, personal, individual experience—may be 
something that aligns better with individualistic cultures than  
with collectivist cultures that root identity in family, community,  
or religion. Mindfulness requires a lot of personal downtime and  
is often understood to be practiced in calm, not chaotic, environ-
ments. We are working to identify the built-in blind spots in mindfulness and the barriers to 
practice that exist for teens who hail from a wide variety of communities outside the white, 
middle class experience. We are also working to understand how to best support teachers 
and youth from backgrounds that do not reflect white middle-class definitions of normalcy. 

Translation of Mindfulness 
Translating mindfulness teachings into practices that are supportive to youth and adults 
from all different kinds of cultural backgrounds has its challenges. As an  
organization with roots in the Buddhist Vipassana tradition, navigating how to open up the 
teachings to new audiences while still honoring the tradition is a discussion we often have. 

We have found that opening up our definition of mindfulness to mean something that is 
more inclusive has been of service to our commitment to accessibility. We have seen the 
importance of this openness many times on our teen retreats, in spaces where although the 
word “mindfulness” might not resonate with teens, the same teachings of love, healing, and 
forgiveness are understood—just in different language.  

“At one of the very first retreats, when we were sitting in circle, a kid from the Bible Belt in rural 
Appalachia shared his story. The prompt was, “Who do you look up to?” and his response was, 
“I’m not very smart. I’m learning disabled. I don’t do well in school, but I’d like to emulate this 
guy named Paul from the Bible.” And everyone else was like, “Who’s Paul?” The other kids had 
no exposure to the Bible. The kid began to explain that Paul was at first a cruel person, hurting 
other people, evil you might say, but then he had this change of heart and began spreading the 
possibility of love and forgiveness throughout the early Christian communities. By the time the 
kid finished telling the story, there wasn’t a dry eye in the circle. One of the other teens said to 
him, “You can’t ever call yourself dumb again.” So we can make this work at our retreats. This 
was a meditation retreat, but the kid felt safe enough and accepted enough to tell his story, 
and the other kids got to be exposed to something from the Christian Bible. The teachings are 
not limited to Buddhist, Vipassana language.”  – Joe Klein, iBme Co-Founder & Lead Teacher 

CHALLENGES WE HAVE FACED  
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Yet at the same time, we recognize that our roots are in Buddhist tradition. 

“It’s important for us at iBme to really look at the fact that we don’t do “secular” (non-sacred, 
non-spiritual) mindfulness. I use the term “intersectional mindfulness.” For me that means we 
are actually pulling from different sources to practice mindfulness. We are trying to cultivate a 
mindfulness that is ethically based, which actually helps us to inform our orientation towards 
justice and inclusivity, because we are using mindfulness to ask ourselves, ‘What’s right to do? 
What promotes goodness?’ Intersectional mindfulness is a dynamic way of helping us be sensi-
tive to all the different roots of mindfulness in contemporary secular mindfulness. That’s the key 
to intersectional mindfulness– we make it looser instead of tighter. The looser it is, the more 
space it gives us to be ourselves.”   - Lama Rod Owens, iBme Lead Teacher 

Working towards honoring our lineages and creating a space in which all can feel comforta-
ble has been a key aspect of our diversity efforts.  

Preponderance of Dominant-Culture Identities Among Staff 
Currently, our team of paid employees is made up of two people of color and four white 
identified people. We are predominantly highly educated, able-bodied, cis-gender, middle-
income people. Our office team does include two LGBTQ+ staff. Although our retreat staff 
and teaching teams represent people from a diverse range of identities, the fact that our  
organization is led by mostly dominant culture folks embeds implicit challenges in doing 
equity work. We are hopeful that our success in the most recent hiring process noted above 
is a turning point. 

We have also prioritized recruiting and hiring more diverse consultants in order to redistrib-
ute resources and create more representation in our work. We worked with Aneesa Khan to 
design our 2020 contemplative course graphics (below left). Khan is the Executive Director 
at SustainUs, a youth-led organization advancing justice and sustainability by empowering 
young people to engage in advocacy at the domestic and international levels. Sakina Saidi, 
designer of online retreat graphics (below right) and the Equity and Interdependence  
banner, writes on their website, “[M]y work focuses on the beauty and diversity of woman-
hood. I love to represent the world around me using a cheerful palette with a positive and 
motivational message.” 

https://heyimsakina.com/pages/about
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Implicit Biases  
Though we are working to unlearn the racism, sexism, ableism, classism, adultism, and het-
erosexism that we have been brought up in, we carry prejudices, and the prejudices we 
have been conditioned towards have the capacity to perpetuate harm. Although our ulti-
mate goal as an organization is to be equitable and inclusive, we are still often blind to the 
ways our implicit biases can create unforeseen challenges. 
 

“One of the most painful points of doing equity work is learning what white supremacist culture 
looks like and recognizing how I might be running iBme in those ways. We are going through 
that process right now. For example, if white supremacist culture cares about productivity, I 
think ‘Yeah, I do care about that. We need good retreats or we don’t exist. Productivity does 
matter to me—does that mean I’m racist?’ I don’t think that’s it, but it has been a difficult 
space for me to navigate.” – Jessica Morey, iBme Co-Founder 
 
“Sometimes we butt up against wanting to see implicit biases, prejudices, or judgments. I think 
everybody ultimately wants to be an inclusive, welcoming, diverse, equitable community, but a 
lot of people don’t get that it’s really hard work. It’s really confrontative work with regards to 
our own personal stuff—how we interact with each other, the power dynamics that happen.”  
-La Sarmiento, iBme Lead Teacher 
 
White Resistance to Difficult Conversations  
When people from the dominant culture are in  
positions where power and privilege are challenged, 
they can choose to be open or become defensive. 
Sometimes, defensiveness and resistance can be 
automatic reactions to feeling like our power is 
threatened. In the early days of iBme, those who 
brought up the idea of doing diversity trainings were sometimes met by resistance from 
white people and those in the dominant culture who had not yet been educated on why this 
work was important. We have made great strides, but white resistance to difficult conver-
sations is an ongoing challenge.  
 
Erin Selover, a teacher with iBme, shared a story about one of the first times a diversity 
training was held at a staff training before a teen retreat:  

 

“There was a ton of white fragility, a ton of ‘This is uncomfortable, we feel attacked, we haven’t 
done anything wrong, we are good people,’—all the white fragility stuff. It was so loud. The 
white fragility was way louder than any learning that happened. It ended up silencing people of 
color and putting them on the spot, and inflaming the white people. It felt divisive to the white 
people and it silenced the people of color and other minorities. We were all like, ‘Wow this is 
painful. This is really hard, and really confusing.’ ” - Erin Selover, iBme Lead Teacher 
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Challenges to Hiring More Diverse Office Staff 
We are constantly receiving feedback and reflecting on the drawbacks to having a predomi-
nantly white office staff, and yet our efforts so far to diversify our organizational staff have 
been less successful than we hoped: 
 

“Having people within our organizational staff who are more diverse is key to developing more 
sensitivity around supporting the needs of more diverse young people and more diverse teach-
ers and mentors. Our teaching staff is diverse, but that’s always how organizations are—the 
higher up you go, the less diversity and inclusivity you see. We want to start challenging that 
and see more diversity across the board at iBme.” – Lama Rod Owens, iBme Lead Teacher 
 
“There has been a suggestion not to hire anyone else unless they are a person of color. In 2018, 
we did a bunch of hiring and that was a conversation. And then we worked really hard, consid-
ered diverse candidates, had two final candidates, one white and one POC, and picked a white 
person.”  – Jessica Morey, iBme Co-Founder 
 
“If you really want this, are you willing to do what is necessary to make that happen, which ac-
tually means giving up something. That’s the thing about privilege—if you have certain privi-
lege and want there to be equity, you have to give something up. And sometimes that means 
giving up your position, so that someone else who is not of the dominant culture can take that 
position.”   - La Sarmiento, iBme Lead Teacher  
 

Our main office has been located for several years in Concord, Massachusetts, a mostly 
white, highly educated suburb of Boston. As we think about how to diversify our organiza-
tional staff and continue outreach to wider networks of teens, parents, and teachers, the 
placement of our office may be a point of dissonance. In 2020, we downsized our office and 
shifted to a mostly virtual environment and then transitioned to completely virtual once the 
Covid-19 pandemic started. The new role we are hiring for will be fully remote, and we will 
review our office needs post-pandemic. 
 
In 2019, Arielle Pierre, joined iBme’s office staff as only the second non-white member of 
the full time organizational staff since our founding. She writes about her experience of 
working in Concord: 

 

“The first day I visited the office for my interview, I went in through the 
front instead of the side door. I walked into an architectural office. I re-
member feeling fear. I felt in my body that I had walked into the wrong 
place, and worried when the owner looked at me while I tried to quickly 
explain why I was there. I asked him if he knew where Inward Bound 
Mindfulness Education was, stumbling over my own words. He looked 
confused. iBme’s street sign is right above his, it had been for years - yet 
he told me he didn’t know. I left his office and rocked my interview. 
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Though I love Concord, I'm always worried driving in and out of town wondering what would 
happen if I am pulled over. Would an officer think I'm in the wrong neighborhood? I’d only seen 
a handful of people who looked like me in town. I remember going for a walk with Lindsay on 
my first day. She took me for a walk around the neighborhood. I wasn't used to walking around 
"other people's neighborhoods." There was anxiety there. I’ve never taken the walk alone to this 
day. But in some ways that walk with Lindsay acclimated me to the environment.”  
 
- Arielle Pierre, Development, Equity, and Communications, Collaborative Leadership Team 
 
Tokenizing Rather Than Diversifying 
iBme strives to create the opportunity for as many teens as possible to come into contact 
with mindfulness teachings, meaning that we try to engage teens from as many identities 
and life experiences as possible. However, the line between tokenizing teens and truly  
diversifying our retreats has been blurry for us at times, especially in the early days.  
 

“One teen, a boy named Nassir, was one of the very few first young people of color to come on 
our retreats. He started coming on retreats when he was thirteen or fourteen, and he’s twenty-
one now. Something I noticed was that all of a sudden, Nassir was the poster child for iBme—
his photo was on all the brochures and flyers. When we do that, we’re tokenizing people. We’re 
trying to show that we do this work, but that’s not actually what’s happening, even if we put it 
out there as such. For myself, that’s pretty painful. This work takes time. We need to develop 
relationships with communities to gain a level of trust and respect that feels real, and not like 
one that uses the other for their benefit.”   – La Sarmiento, iBme Lead Teacher 
 

In hindsight, we see that Nassir’s case was blatant tokenization. One of the only teens of 
color in a predominantly white space, we used Nassir to market our retreats. But as iBme 
teen retreats have become increasingly racially diverse over the past few years, the line  
between tokenization and true diversity has become more blurry. We want to showcase the 
ways our retreats are often spaces of racial diversity to encourage more teens of color to 
attend, yet we do not want to tokenize the teens of color in this process. We are continuing 
to think through these complexities, asking difficult questions about how to best showcase 
our organization in its most authentic form.  
 
Funding and Time Considerations 
Being a nonprofit that needs to sustain itself in a capitalist 
world has inherent challenges that affect our ability to  
engage deeply in equity work. That work takes patience, 
time, and a willingness to slow down and engage in diffi-
cult conversations. At the same time, our need to obtain 
and secure funds requires our organization to meet certain 
goals, deadlines, and requirements that sometimes hinder 
our ability to dive into equity work with the time and focus 
it requires.  
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We struggle to make retreats, teachings, and staff positions fully available to those with 
economic disadvantage. We also need to fund our own time and labor toward the challeng-
ing conversations that lead to greater diversity and equity in our retreats. In many ways, the 
demands of running our organization conflict with the demands of what we see as our true 
work.    
 
Unlearning deeply ingrained systems of oppression is a never-ending process that requires 
infinite time and energy. We often receive feedback that we need to allocate more time for 
conversations about equity and justice. We are working on ways to create more time while 
still meeting our funding requirements as a formalized nonprofit. We are also looking at 
ways to maximize the depth of conversation and teachings that we have in the time that is 
already available. 
 

“So much of what we teach is about slowing down, paying attention, being aware of what's 
arising within us and what’s arising outside of us. When we get caught up in life, especially 
when we commodify a practice into an organization or a business, money needs to be made, 
people need to be paid, and grants need to be written. We need to meet the expectations of 
these foundations, and we need to do this really fast. That’s where I think it gets all screwed 
up—the values of what we are trying to teach meet the reality of how one needs to do business 
in the world. The practice of creating relationships and trust takes time and energy, and it’s just 
not something we get paid for.” – La Sarmiento, iBme Lead Teacher 
 
Equity of Our Retreats for All Teens and Staff 
Equity and justice work means making our spaces accessible to people from all life experi-
ences and identities, including people of different abilities. We are in ongoing conversations 
about how to make retreat spaces accessible to teens who are of different physical and 
mental abilities and for nonbinary teens. Considerations include housing, the types of 
games and activities we do on retreat, and the ways in which we can adapt to teach and 
mentor teens of all abilities and identities. We are happy to have welcomed a legally blind 
teen to our Massachusetts retreats a few years in a row and have worked closely with her 
and her parents to make this possible and welcoming. We are currently working to make our 
online retreat accessible to a deaf teen.  
 
We are also continually thinking about ways to best provide  
equity for transgender people, including teens, teachers, and 
staff on retreat, so that we can open as many teens as possible 
to the teachings of mindfulness. We will only work with retreat 
centers where we can create gender non-conforming dorm for 
teens and gender neutral bathrooms.  
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“It’s a process, a transformation that takes time, commitment, and energy.  You’re going to 
make really painful mistakes, but on the other side is this incredible awakening.”  

- Jessica Morey, iBme Co-Founder

Equity and interdependence work is hard, and there isn’t necessarily a formula for engage-
ment. We have found that the deepest levels of understanding and most amount of growth 
happens in the raw, messy, uncomfortable conversations that push us to our limits. These 
are the conversations that strengthen our community. At the same time, there have been 
some smaller, more tangible practices that we have used to support us in this work: 

• Prioritizing internal equity work and staff education over “teaching” youth.
• Institutionalizing our commitment to equity work by establishing an Equity and Interde-

pendence Committee that meets bi-monthly to discuss visions, goals, and projects.
• Reading Radical Dharma: Talking Race, Love, and Liberation, by Rev. angel kyodo wil-

liams, Lama Rod Owens, with Jasmine Syedullah, PhD together as the EIC, and discuss-
ing a section at the beginning of each meeting.

• Requiring retreat staff to have already engaged with equity work at some level, this is
part of the mentor application process.

• Distributing a reading and video resource list to retreat staff members prior to coming on
retreat.

• Holding an all-retreat-staff workshop before teens arrive that includes a 2-3 hour block
for equity-related training.

• Creating space for open dialogue and caucusing based on race at the pre-retreat work-
shops.

• Staying open to feedback and reflexive in our practice to allow space for difficult conver-
sation and change.

“If one wants to claim being compassionate and loving to all beings, to claim being open  
minded and open hearted—if we are going to say these things, we have to really be open to 

looking at our own stuff and having hard conversations.  We have to be willing to do healing.” 
- Enrique Collazo, iBme Lead Teacher

Our work towards equity at iBme continues, like our meditation 
practice, it is an ongoing commitment that we intend to cultivate 
and practice day by day, year by year. We believe that equity work 
is an ongoing process that requires openness, reflection, and wise 
action. 

WHERE TO NEXT 

ASSESSMENT OF BEST PRACTICES  
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Some of our current work includes: 
 
• Increasing & diversifying our full time organizational staff and board members. 
• Continuing to educate our paid staff, retreat staff, and board members on issues of  
     equity, diversity and justice. 
• Continuing to strengthen our organization based on collaborative leadership principles. 
• Working on youth leadership initiatives and deepening community organizing through 

our regional model. 
• Building upon our National Convening to move the field of mindfulness education  
     towards greater equity. 
 
Below are measures planned for 2020 at iBme to ensure our programs and operations are 
more rooted in justice and equity: 
 
• We will offer several courses related to equity during our Contemplative Summer School 

and Fall programming. 
• We will expand our affinity space programming for teens of color to support young 

adults and adult family members. 
• We will continue our retreat staff equity training and resource sharing this summer with 

nearly one hundred teachers and mentors deepening their lens of equity and interde-
pendence within their role. 

• We will reestablish our Equity and Interdependence Committee through regular meet-
ings and also organize community wide meetings to align values and actions.  

• We will explore ways to equitably distribute power and make decision-making more  
collaborative and transparent, through restructuring the organization’s core governance    
mechanisms (board, committees, and working groups) with the hope of implementing a  
new structure in 2021. 

• From our DEI Spectrum Analysis, we will identify at least 5 areas of improvement and 
establish a plan and commitment to address these concerns going into 2021. 

 
Some other longer-term steps we are planning include: 
 
• We will determine how responsibilities and expected outcomes of EI are co-held by staff 

members by revising job descriptions. We will support staff  leaders with training, budg-
et allocations, and time to do this work within and beyond the organization as  
necessary. 

• We will evaluate our policies and focus on bringing a great-
er equity lens to information flow and resource allocation/ 
compensation for retreat staff. 

• We will build deep community alliances with local commu-  
nities and organizations to improve teen recruitment and 
retention for our retreats. Through these partnerships we 
will remove barriers to registration beyond just financial  
resources.  
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In order to accomplish this we envision strengthening the capacity of our Regional Com-
munity Organizers (RCOs). We believe that if we make a greater investment in the RCO role 
and their capacity to recruit youth, maintain sustainable relationships with community 
leaders, and be a bridge between our headquarters and the local community, iBme will be 
better equipped to support the unique needs of local groups, particularly as it relates to 
supporting historically marginalized teen participants. 

As is said in the Buddhist tradition, “No mud, no lotus”; it is the mud that holds and stabiliz-
es the roots while providing all the vital nutrients required for the growth of the flower.  
Despite the challenges and the messiness, we truly believe that equity and interdependence 
work makes everything we do deeper, more meaningful, and awesome. Here are some  
reflections from folks in our community who think so too:  

“For white people who have been protected from the realities of systemic racism and other 
kinds of targets, it’s so painful to start to discover how things are. It’s a process, a transfor-
mation that takes time, commitment, and energy. You’re going to make really painful mistakes, 
but on the other side is this incredible awakening. You’re going to think, ‘Wow, I can’t believe I 
didn’t know that. I can’t believe I thought that, said that, did that.’ ” – Jessica Morey, iBme Co-
Founder 

“There is no road map, no steps for becoming an anti-racist organization. You have to be ready 
to look at the challenging places within yourself and the organization, and that requires real te-
nacity and resilience. But the hard work is worth it.”  - Khalila Archer, iBme Lead Teacher  

“I actually think that this work is fun, because we are waking up to it. It’s only when we can ful-
ly acknowledge these aspects that are in our unconscious that we are ashamed of, when we 
bring that to the floor and into the open, that we are able to make change from a more authentic, 

embodied place. If we can all find it in ourselves to want to connect, to want to create greater 
understanding amongst each other, to create equity so that there is this understanding of the 
interdependence that is necessary for equity and justice to arise, then we are headed in the 
right direction.” – La Sarmiento, iBme Lead Teacher 

“This is really important work that we are doing. It’s not for the faint of heart, and it’s not going 
to be easy. Hopefully we will be willing. If one wants to claim being compassionate and loving to 
all beings, to claim being open minded and open hearted—if we are going to say these things, 
we have to really be open to looking at our own stuff and having hard conversations. We have 
to be willing to do healing.”  – Enrique Collazo, iBme Lead Teacher 

FINAL WORDS 
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This paper would not have been possible without the input gleaned in so many amazing 
conversations with different folks who have been involved with equity and interdependence 
work with iBme throughout the years. Thank you especially to Jessica Morey, Khalila Archer, 
Bruce Gill, Enrique Collazo, Charisse Minerva Spencer, Erin Selover, Joe Klein, La Sarmiento, 
Rebecca Mintz, Tempel Smith, and Lama Rod Owens for agreeing to be interviewed for this 
project. Your collaboration and wisdom is deeply embedded in this project, and we are so 
grateful! 

Khalila Archer 
Khalila Archer is a mindfulness and yoga instructor with 20+ of personal practice. She 
holds a B.A. in Adventure-based Environmental Education from Prescott College and over 
500-hr Yoga Teacher Training hours. Khalila teaches meditation retreats for all ages
through Inward Bound Mindfulness Education (iBme) in both residential settings and re-
mote wilderness environments. Khalila currently serves on the iBme Board of Directors and
is part of the core faculty for the iBme Mindfulness Teacher Training.

Enrique Callazo 
Enrique Collazo is a new generation Mindfulness meditation teacher. His passion is teach-
ing the practice of mindfulness to teens. Enrique’s skill with teens has led to teaching inter-
nationally for Inward Bound Mindfulness Education. He is on the Guiding Teacher Counsel 
and Equity and Interdependence Committee for iBme. Enrique was trained by Noah Levine 
and Vinny Ferraro at Against the Stream Buddhist Meditation Society. 

Joe Klein 
Joe Klein, LPC, is the lead clinician of a mindfulness-based addiction treatment program in 
rural Virginia. He began practicing meditation in 2001, began staffing teen retreats in 2007, 
and is a co-founder of iBme. Since 2010, Joe has been teaching a graduate course at Rad-
ford University and leading retreats and workshops on mindfulness practice for college stu-
dents, counselors, social workers, and education professionals.  

Rhonda Magee 
Rhonda V. Magee (M.A. Sociology, J.D.) is a Professor of Law at the University of San Fran-
cisco and an internationally-recognized thought and practice leader focused on integrating 
mindfulness into higher education, law and social change work. She serves as daylong or 
retreat co-leader and solo teacher at centers including Spirit Rock Meditation Center, the 
Garrison Institute, the Shambhala Mountain Center, the Omega Institute, Esalen, and New 
York Insight Meditation Center. Rhonda is the author of numerous articles and books. 

GRATITUDES 

BIOS OF FOLKS QUOTED 
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Jessica Morey 
Jessica Morey, MA is a lead teacher, former Executive Director, and iBme co-founder  
currently supporting program strategy for iBme. She began practicing meditation at age 14 
on teen retreats offered by the Insight Meditation Society (IMS). She holds a BA in Environ-
mental Engineering from Dartmouth and Masters degrees in Sustainable Development and 
International Affairs.  

Lama Rod Owens 
Lama Rod Owens (Mdiv) is an author, activist, and authorized Lama (Buddhist Teacher) in 
the Kagyu School of Tibetan Buddhism. Lama Rod is the co-founder of Bhumisparsha, a 
Buddhist tantric practice and study community. Lama Rod is also a teacher with the 
Daishin Zen Buddhist Temple, the Urban Yoga Foundation, a visiting teacher with Natural 
Dharma Fellowship and the Brooklyn Zen Center. He holds a Master of Divinity degree in 
Buddhist Studies from Harvard Divinity School. 

Arielle Pierre 
A child of two Haitian immigrants, Geraldine ‘Arielle’ Pierre plans to draw upon her lived  
experiences and passion for social equity as she takes on the Development, Equity, and 
Communications  at iBme. A member of the class of 2019 at Clark University, Arielle holds a 
Bachelors of Arts in Political Science with a concentration in Ethics and Public Policy. She 
is continuing her education at Clark in the Masters of Public Administration program with a 
specialization in Non Profit Leadership.  

La Sarmiento 
La Sarmiento has been practicing meditation and has been a member of The Insight Medi-
tation Community of Washington (IMCW) since 1998. La’s practice and approach has been 
influenced greatly by the teachings of Tara Brach, Pema Chodron, Charlotte Joko Beck,  
Larry Yang, Eric Kolvig, Michele McDonald, Cheri Maples, Joe Weston, and Ruth King. Since 
2005, La has been the guiding teacher/leader of the IMCW Lesbian, Gay, Bisexual, 
Transgender, and Questioning (LGBTQ) meditation group and the IMCW People of Color 
meditation group.  

Dawn Scott 
Dawn Scott has been practicing meditation and mindfulness since 2008 and now serves as 
the Family Program Coordinator at Spirit Rock Meditation Center. Dawn coordinates  
classes, day-longs, benefits, and residential mindfulness retreats in which the practice and 
teachings of mindful awareness are offered in order to support the development of wisdom 
and compassion for children, teens, whole families, and the wider community. 
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Erin Selover 
Erin Selover, MS, is a Strategic Coach, a Teachers Council member at Spirit Rock Meditation 
Center, a Consultant with Courageous Leadership, and a Licensed Marriage and Family 
Therapist. Erin specializes in collaborative-based leadership and creating systems that  
allow the insight of our mutual inter-dependence and belonging to be realized. She was  
also a core team member of the group that co-founded iBme and is a long-time trainer and 
mentor for the Stepping Stones Project. 

Tempel Smith 
Tempel Smith has been practicing mindfulness and loving-kindness meditation since 1989. 
Tempel launched the West Coast teen retreat program and helped to launch the teen  
retreats in Virginia. He is a graduate of the teacher-training program at the Spirit Rock  
Meditation Center in California and regularly leads teen and young adult retreats in Califor-
nia and Virginia. 

Charisse Minerva Spencer 

Charisse Minerva is a Community Builder, Educator, Contemplative and Performance Artist.
She designed and directed a Mindfulness K-12 program for Friends School of VA Beach for
7 years and taught Mindfulness for five years as part of a College Success Skills course at
Tidewater Community College. She has been working with iBme for several years as a
Retreat teacher, Faculty member of the iBme Teacher Training course, and Board member.   
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Ableism: Prejudice, discrimination, and oppression of differently-abled people on the basis 
of physical/mental ability, perpetuated and institutionalized by able-bodied people. 

Advocacy: Public support for a particular cause or policy. 

Ageism/Adultism: Prejudice, discrimination, and oppression of people based on age, 
perpetuated and institutionalized by older people. 

Ally: A person who is not part of a particular group, but is supportive of the group; one who 
acts to help and aid. 

Binaries: The classification of people and/or identities into two distinct, opposite, and 
disconnected forms. 

BIPOC- Black, Indigenous, People of Color; a way of acknowledging that while PoC have a 
distinct experience as marginalized and oppressed people, Black and Indigenous people 
have specific places of marginalization that other communities of color do not share.  

Caucusing: The act of splitting into groups based on identity for the purpose of enabling 
discussion without harm—specifically to enable those with non-dominant identities to 
achieve depth in conversation without having to explain oppression to dominant-culture 
people, and to enable those with dominant-culture identities to discuss amongst them-
selves without inflicting harm on those with non-dominant culture identities (amongst  
other purposes).  

Cisgender: Identification with the sex/gender one was assigned at birth; non-transgender. 

Classism: Prejudice, discrimination, and oppression of people on the basis of wealth and 
socioeconomic class, perpetuated and institutionalized by those in positions of socioeco-
nomic power. 

Culture: A group or community which shares common experiences that shape the way its 
members understand the world. It includes groups that we are born into, such as race,  
national origin, gender, class, or religion. It can also include a group we join or become part 
of.  

Cultural Competence: Possessing the skills and knowledge of a culture in order to effective-
ly work with individual members of the culture. This definition includes an appreciation of 
cultural differences and the ability to effectively work with individuals. Cultural Competence 
requires engaging in an ongoing process of learning about the experiences of other  
cultures. 
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Diversity: A group of people who embody a wide range of identities, voices, experiences, 
and beliefs, who come together through a shared sense of humanity to form a community. 

Dominant culture: The ideas and systems created and maintained by those whose identi-
ties hold power in society. 

Ethnicity: One’s social identity based on the culture of origin, ancestry, or affiliation with a 
cultural group (Pinderhughes, 1989). Ethnicity is defined by aspects of subjective culture 
such as customs, language, and social ties (Resnicow et al., 1999). 

Equity: Both the social condition in which everyone has the freedom and resources to live 
whole and balanced lives, and the process by which an unjust society rebuilds itself to  
create that universal freedom.  

Gender: The socially constructed perceptions of what it means to be male or female in our 
society and how those genders may be reflected and interpreted by society. Gender is dif-
ferent from sex, which is a biological descriptor involving chromosomes and internal/
external reproductive organs. 

Hegemonic: Having hegemony, or dominance > hegemony: the social, cultural, ideological, 
or economic influence exerted by a dominant group. 

Heterosexism: Prejudice, discrimination, and oppression of queer/non-heterosexual people 
on the basis of sexuality, perpetuated and institutionalized by heterosexual people. 

Interdependence: The fact that everything and everyone is in interaction with one another, 
and we cannot escape the cause and effect of each other's state of being. The state of  
living in alignment with these interwoven relationships among people, communities, and 
the natural environment.  

Intersectionality: The interaction and overlapping of multiple forms of identity, such as 
race, class, gender, sexual orientation, nationality, age, religion, and disability. 

Justice: We define justice as Dr. King articulated, “power correcting everything which 
stands against love.” All people having their needs met, taking into consideration the 
interdependence of the whole.  

LGBTQIA+: An umbrella term that encompasses lesbian, gay, bisexual, transgender, queer, 
intersex, asexual, and other people with non-heterosexual identities.  

Mindfulness: Paying attention to and knowing what’s happening in the present moment. A 
meta-cognitive awareness that incorporates the following qualities and skills and leads to 
insights about our lives, minds, and hearts: Presence; Focusing and sustaining attention; 
Kindness, joy, trust; Curiosity, investigation; Relaxation/Calm; Acceptance/Equanimity. 

https://press.rebus.community/introductiontocommunitypsychology/chapter/respect-for-diversity/
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Nationality: A person’s status of belonging to a specific nation by birth or citizenship (e.g., 
an individual can be of Japanese ethnicity but British nationality because they were born in 
the United Kingdom) 

POC: Short for person or people of color. 

Privilege: A special right, advantage, or immunity granted or available only to a particular 
group. 

Racism: Prejudice, discrimination, and oppression of people of color on the basis of race, 
perpetuated and institutionalized by white people or the dominant culture. Racism = racial 
prejudice + social and institutional power.  

Secularity: the state of being devoted to the affairs of the world; worldliness; viewing things 
from a non-spiritual perspective. 

Sexism: Prejudice, discrimination, and oppression of females, trans, and non-binary people 
on the basis of gender, perpetuated and institutionalized by men and/or cisgender people.  

Sexual Orientation: a person’s emotional, romantic, erotic, and spiritual attractions toward 
another in relation to their own sex or gender.  

Social Class: is socially constructed and can affect our choices and opportunities. This  
dimension can include a person’s income or material wealth, educational status, and/or  
occupational status. It can include assumptions about where a person belongs in society 
and indicate differences in power, privilege, economic opportunities and resources, and  
social capital. Social class and culture can also shape a person’s worldview or understand-
ing of the world; influencing how they feel, act, and fit in; and impacting the types of schools 
they attend, access to health care, or jobs they work at throughout life. The differences in 
norms, values, and practices between lower and upper social classes can also have  
impacts on well-being and health outcomes (Cohen, 2009).  

Stigma: A negative mark or distinction applied to someone or something that others deem 
as different or unacceptable. 

Transgender: An umbrella term for people whose gender identity and/or gender expression 
differs from what is typically associated with the sex they were assigned at birth. 

Tokenization: A phenomenon in which a dominant-culture group or organization claims to 
be diverse and inclusive on the basis of having some non-dominant representation, but is 
not adequately addressing pervasive systems of oppression within the group or organiza-
tion. 
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Crenshaw, K. (1989). Demarginalizing the intersection of race and sex: A Black 
feminist critique of antidiscrimination doctrine, feminist theory and antiracist  
politics. The University of Chicago Legal Forum, 140, 139-168. 
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iBme Equity and Interdependence Dashboard 

https://ibme.com/equity-and-interdependence 

BayNVC 

https://baynvc.org 

iBme Justice-Based Readings and Video Lists 

https://ibme.com/wp-content/uploads/2020/06/2020-EI-Resource-List.pdf 

WORKS CITED 

ADDITIONAL LEARNING RESOURCES  

https://ibme.com/equity-and-interdependence
https://baynvc.org
https://ibme.com/wp-content/uploads/2020/06/2020-EI-Resource-List.pdf
https://ibme.com/wp-content/uploads/2020/06/2020-EI-Resource-List.pdf


 37 

iBme Equity & Interdependence Report 2020 




