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OVERVIEW

Understand why is DE&I is important in Anti-Trafficking 
organizations.

Learn how you can clear a path for survivors by dismantling 
power dynamics.

Gain a roadmap to create a psychologically safe 
environment.



Terms To Know

•Corporate Social Responsibility (CSR)
•Unconscious Bias
•Microaggressions
• Racism: Individual, Interpersonal Institutional 
Structural

•Tokenism
•Abelism
•Heterosexism
•Sexism
•Classism
•Xenophobia
•Islamophobia
•Fatphobic



What is DE&I?
Diversity, Equity, and Inclusion references the 
programs, policies, strategies, and practices that 
implement a company’s mission to create and sustain 
a diverse, equitable, and inclusive environment that 
respects and accommodates every employee’s:

•Ethnicity
•Sexual orientation
•Gender Identity
•Physical or Psychological Ability
•Religion
•Age
•Marital Status
•Socioeconomic Status
•Nation of Origin
•Veteran Status



What gets in the way of 
Diversity?



What’s in the way of 
Inclusion?
- 40% of survivors have a criminal record, with 90% of those 

offences stemming from their exploitation.

- 60% of survivors report financial abuse.

- Survivors are twice as likely to be unbanked and 11 times 
more likely to take out a payday loan in comparison to the 
general population. 

*Woldehanna et. al., 2023



What’s in the way of 
Inclusion?



What gets in the way of 
Equity?



What gets in the way of 
Equity?



Systemic Power Dynamics



Understanding Power 
Dynamics and Equity

● Coercive power: Those who have this type of power can use the threat of punishment to keep 

others from performing certain actions.

● Expert power: Someone with expert power has an extraordinary skill or talent that makes them 

highly desirable.

● Reward power: A person with reward power can provide a prize when they see a desired 

behavior.

● Informational power: Those with informational power have specific knowledge that awards 

them status.

● Formal power: A person with formal power has legitimate control of others.

● Referent power: Someone with referent power is well-liked by others and has sway over the 

actions of their peers.

● Connection power: Those with connection power can help people meet their goals through 

their access to resources.





Examples of 
Microaggressions
Studied first by Chester Pearce 1978 then expanded by Derald 
Wing Sue and defined as “brief, everyday exchanges that send 
denigrating messages to people of color because they belong to 
a minority group.” (Sue et al., 2007, p. 273)

Referencing someone’s ethnicity or gender: “What are you?”

Referencing someone’s sexuality: “What a shame.”

Referencing someone’s disability: “What happened to you?”

Referencing someone’s mental health: “What’s wrong with you?”



Effects of 
Microaggressions
•Subtle slights are a range of negative interactions between 
people that compounds into harm as great as overt 
discrimination (Jones et al., 2016). 

•Harm that manifests in the following ways:
•Alcohol Abuse (Blume et al, 2012)
•Emotional and Psychological Distress (Wang et al., 2011; Molina 
et al., 2016)

•PTSD Symptoms (Robinson & Rubin, 2016)
•Increased body weight, poor sleep, and nicotine dependence 
(Hunte, 2011; Kendzor et al., 2014; Lewis et al., 2013)

•Depressive symptoms (Goodwill et al., 2019)
•Reduced performance, creativity, and helpfulness (Lim & Cortina, 
2005; Porath & Erez, 2009)





Examples of Equity
• Quarterly pitch event.
• Bank set up assistance: checking, high yield savings, Roth IRA, 
401k, etc.



Psychological Safety
“A climate where people recognize their ability and responsibility 
to overcome fear and reluctance to speak up with potentially 
controversial ideas or questions.” (Edmonson and Polzer. 2016)



Neuropsychology of 
Trauma
•Sustained high levels of cortisol (stress) can damage the 
hippocampus, an area of the brain responsible for learning and 
memory. These cognitive deficits can continue into adulthood. 
(Middlebrooks and Audage, 2008)

•People with PTSD report a significantly higher number of 
symptoms and medical conditions than those without PTSD, at a 
mean of 19.83 to 3.64.(Barrett et. al, 2002)



Accommodating 
Employees
● Possible low ability for context switching
● Abnormal working hours
● Collaborative feedback plans
● Mental health planning
● Chronic illness
● Poor financial conditions
● Ability based expectations
● Flex time, Wellness Hours, PTO
● Professional Development Hours
● Healthcare
● Hybrid or work from home



CONCLUSIONS

• It is highly likely that the majority of who you are working with 
have a high level of trauma that will need accommodating.

• Survivors are capable and in need of support. 

• Equity and Psychological Safety are essential for productivity.



CALL TO ACTION

We must accept that the path to empowering survivors to thrive is 
unconventional, inconvenient, and requires an intentionally slow 

pace that is contrary to the ideal optimization for capital.



THANK YOU
Lex Smith, Trauma 

Informed Consultant,
lex@

traumainformedtraining
.com
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