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Welcome to the seventh issue of Reshape.
In this issue we look at ways of transforming,
developing and diversifying the Board of
Directors.

There are several trends in sexual assault work
which currently impact the structure of our
Boards. As a movement, we are prioritizing
diversity, seeking to improve services and
increase the diversity of our leadership.

Additionally, multi-disciplinary approaches
lead us to work more closely with professionals
from criminal justice, mental health and the
medical fields.

Finally, funders from government agencies and
foundations increasingly pressure us to add
accountants, lawyers, media professionals and
others to our Boards in order to strengthen
organizational structure.

The articles in this issue all address the

process of transformation - from initial
decisions to implementation.

Toby Cremer
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Board Development &

Diversification
By Anne Liske, New York

For Coalitions as for most other organizations, Board
growth and development is an on-going process. For
those Coalitions who have grown out of grassroots
beginnings, the development process presents particular
transitions that can be challenging, yet offers real
opportunities for enhancing organizational mission and
vision.

In the early stages of Coalition development, most
organizations are program driven. Coalitions come
together initially to build a network that will strengthen
and enhance members’ capacity to be recognized at the
local, regional and state levels. There is a goal to share
ideas and resources and address needed system changes.
Board membership is often made up exclusively or
primarily of member programs and survivor activists.
As Coalitions grow in capacity and scope of projects,
there is recognition of the need to expand and diversify
the make-up and direction of the Board. The
organization’s ability to more fully address the broad
array of needs and issues related to ending sexual
violence in communities and systems that serve those
communities is limited when that need is not addressed.

One transition that brings both challenges and
opportunities is the recognition that member centers are
only one of the many perspectives that need to be part of
a Coalition Board. This transition arrives when Board
and staff begin to recognize the absence of needed skills
and perspectives. There is a strong temptation to
continue to look inward and focus on familiar strategies
and ways of delivering services. Yet, directors of rape
crisis centers and other agencies providing services to
sexual assault survivors and their families do not fully
represent the many disciplines and systems that respond
to sexual violence. They also cannot articulate the
perspectives of other community-based groups that
represent unserved populations and their frequently
unmet needs.

Continued on page 2
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Continued from page 1

Ways to address this transition are grounded in planned,
facilitated conversations about mission, vision and
values of inclusion and diversity. Many times a mission
statement becomes a formula that states clearly and
distinctly the Coalition’s purpose, yet does not spell out
operational principles. A Declaration of Values or
Statement of Values goes further than a mission
statement, and is as important as an organizational
strategic plan. Such a Declaration

represents a stated commitment to

members in taking ownership of the roles and
responsibilities of Board members and the mission, vision
and values of the organization. Ensuring that members
from community-based organizations and other
disciplines feel fully included, welcomed and respected
as they join the Board is imperative.

One additional transition for Coalition Boards that is
often “bumpy” is the recognition of the need for full
ownership of fiduciary responsibility for the
organization’s growth and survival. Often program-
driven boards focus on membership

the underlying values or ethics by
which the Board will shape and
govern the organization. The
process of developing the
Declaration or Statement challenges
Board members to wrestle with
personal and social issues,
particularly the intersection of
racism, sexism and all forms of
oppression with the pervasiveness
of sexual violence in our culture.
Regular Board training on these
issues is essential and can form the

The process of developing
a Declaration of Values
challenges Board members
to wrestle with personal
and social issues,
particularly the
intersection of racism,
sexism and all forms of
oppression

dues and grants to maintain coalition
projects, often government-funded
initiatives. There is a natural tendency
to perceive that Coalition fund-raising
will take away from local programs
and change the “grassroots” or social
change origins of the Coalition. In
order to create strong visibility and
stability for the Coalition to maintain
its presence and address both the needs
of programs and the system change
purpose that it serves, Board
commitment to fundraising is essential.

basis of creating the Statement.

Once the document is created, annual recommitment to
its principles, at a Board retreat or other gathering, also
strengthens the purpose of the Statement.

A second transition for Boards is one that actually
occurs annually, biannually or whenever membership
terms are completed. The Board member recruitment
process is essential to maintain a diverse and vital Board
that represents the community it serves. It can only
enhance and enrich the Coalition’s ability to reflect the
needs of its regions and reflect the diversity of peoples
living in the state — rural, urban, suburban, racial, ethnic,
age and sexual orientation and gender identities. Board
members should support each other in active and regular
conversations about potential candidates they encounter.
It is helpful to have an assessment tool or grid by which
the Board can map out the qualities and skills expected
of Board members, a clear Board job description and a
biographical “sketch” that potential Board members can
complete. The form should ask for a variety of
information about interests, skills, experience and other
organizational, work or volunteer positions that
demonstrate what gifts and ideas someone would bring
to the Board. The Board Nominating Committee needs a
clear follow-up procedure once names are suggested. It
is also important to actively engage new and potential

Strengthening Board membership with
community members who have financial knowledge and
connections to corporate or other financial resources
actually shows the public that the Coalition understands
the need for a solid financial base. Diversifying Board
membership with representation from the corporate sector
also allows for greater community ownership and
understanding of issues of sexual violence. Regular
training of the Board on financial issues by these
members, or by outside resource people, will make this
development “challenge” easier, whether or not all
members are equally skilled or able to participate in
actual fundraising.

In short, Coalition Boards need to have regular planned
conversations about Board diversity, inclusivity and
purpose and the values and principles that inform
effective social change work. These conversations need
to be documented in Board policies and practices that will
continue to challenge and enrich our work. There are
many excellent Board resources available. Contact your
Resource Sharing Project coordinating coalition for
suggestions.

Anne Liske is Executive Director of the New York State
Coalition Against Sexual Assault
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AZzSAN:
From Hazard to Harmony

by Sarah Kennedy, Arizona

The Arizona Sexual Assault Network (AzSAN) was
founded in 1998 by a small number of interested parties
within the community. The coalition experienced
hardship and lack of leadership within the first two years
of its existence, and this resulted in a breakdown of the
organization in late 2000. However, in early 2001, a
group of multi-disciplinary professionals united to form
a new Board of Directors, and the new AzSAN, stable
and functional, was born.

In spite of being a very young coalition, AzSAN has a
uniquely qualified Board of Directors. The Board
consists of nine multi-disciplined professionals, all of
whom are considered to be leaders in their fields. We
have the top SANE specialist in the

coordinate interaction between disciplines. There is a
good deal of “buy-in” to our coalition by statewide
professionals due to board representation, and these
professionals are aware of the importance of addressing
all areas of the issue of sexual assault. In fact, at
AzSAN’s First Annual Statewide Sexual Assault
Conference, the offender treatment component was
actually highlighted.

The principal challenge that AZSAN’s Board faces is the
time constraints of its members. Because the board is
made up of such highly regarded community leaders,
they have significant demands on their time, and AzZSAN
is often a lower priority than some of their other
commitments. However, the coalition is staffed with
capable employees who don’t mind taking matters into
their own hands whenever possible.

AzSAN’s Board of Directors recently adopted a board

governance manual that has proven to be a very valuable

tool. The governance manual defines the organization’s
vision and values, and it outlines board

state, the CEO’s of the most
prominent rape crisis centers, the
Bureau Chief of the Sex Crimes Unit
of the Maricopa County Prosecutor’s
Office, an ex-legislator who is now
an interstate bank developer, a top
victim advocate, a therapist, and one
of the most respected offender

There is a good deal of
“buy-in” to our
coalition by statewide
professionals due to
board representation

process including the duties of standing
committees. It also clearly delineates
the responsibilities of members of the
board vs. the Executive Director and
other staff. Having such a manual
leaves little room for argument over
each member’s role within the
organization.

treatment specialists in the state.

As you might imagine, there are many benefits to having
such a highly qualified Board. For one, the members
lend a great deal of credibility to the organization in the
eyes of the community and the government. Even
though the majority of its Board members are female,
AzSAN is not viewed as a “women’s organization”; we
have enjoyed a broad base of support since our
inception. These leaders within the community know
their business when it comes to sexual assault, and have
worked hard to strengthen AzSAN. They are all quite
aware of the state’s history of resources and practices
regarding sexual assault, and they have a clear idea of
what they would like Arizona’s sexual assault coalition
to be.

Another benefit of having a multi-disciplinary board is
that it affords the coalition the opportunity to truly

So, what about board development?
The current members have decided that they represent
sufficient expertise in the sexual assault field, and are in
the process of recruiting some other disciplines to the
board. They have identified the skill-sets that they
would like to see in new members: legal expertise,
financial/accounting expertise, and community
fundraising.

In less than two years, this highly qualified and
dedicated Board of Directors has taken over a hazardous
organization and has introduced some harmony.

Sarah Kennedy is the Executive Director of the Arizona
Sexual Assault Network.
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Board Transformation Through Anti-Oppression Work

Luz Marquez Benbow, New York & Judy Benitez, Louisiana - interviewed by Toby Cremer

When asked why board diversity is important, Luz
Marquez Benbow with the New York State Coalition
Against Sexual Assault says, “There are many reasons
why people are affected by sexual violence, and
approaches to helping someone heal. In order to offer
services to all people, our leadership has got to represent
their communities.

“Otherwise, you’re not going to be speaking to those
communities and you never will be able to. If we are
truly in this to end sexual violence and to be social
agents, then we’ve got to start within our own
infrastructure.

“As anti-rape activists, we don’t always know all the
answers. We do know that what works is to have all
people involved in the movement, and the way to have all
people involved is to start with

the leadership.”

organization. We cannot end sexual assault unless we
actively work against oppression in all its forms, and in
every place it turns up— including the infrastructure and
leadership of our coalitions.

“As a coalition you have to decide on your first step,”
Luz says. “Based on your history as an organization,
your founding principals and your overall mission— what
is it that needs to happen first? I would hope that
coalitions would do anti-oppression work first.”

BoARD TRANSFORMATION

“We had a founding board,” says Judy Benitez with the

Louisiana Foundation Against Sexual Assault. “Every

program was represented on the board. And we had one
woman of color out of 11 board
members, which is vastly

In addressing this issue, we talk
about working to become more
culturally competent, more
diverse, and sometimes, about
becoming anti-oppressive and
anti-racist organizations. Board
Diversity is a hot topic in the
nonprofit world, and amongst
sexual assault coalitions.

As anti-rape activists, we don’t
always know all the answers.
We do know that what works is
to have all people involved in
the movement, and the way to
have all people involved is to
start with the leadership.

disproportionate to our state.

“[ started talking to them about
the need to have someone with
financial expertise, and a lawyer,
not to mention demographic
diversity. We talked about it for
3 years.”

Sometimes it takes outside

Workshops and projects in the

social services and medical fields talk about becoming
culturally competent. Our philosophy statements talk

about sexual violence being linked to all oppressions.

When we get to planning and training, we tend to use all
of these terms interchangeably. “There’s a difference
between anti-oppression work and diversity work,” Luz
says. “We talk about them as if there the same, but
they’re very different. You might have a coalition that’s
trying to diversify their staff and their board, but their not
necessarily doing it in a very anti-oppressive way.”

Anti-oppression work isn’t about simply increasing the
number of Women of Color on your board, for example.
It is not enough to have the appearance of a diverse

pressure to push the work along.
“We are about to become a pass through for the Rape
Prevention and Education fund, and my board chair and I
were meeting with the Department of Health person and
[she agreed] we should have a more diverse board.”

Now, “Each of the centers has a seat reserved for them,
that they can either fill or not.” LaFASA’s bylaws now
state, “For the remaining seats, the board shall make
every possible effort to achieve a diverse group of
directors in terms of professional affiliation, geographic
location, gender, race, ethnicity, age & sexual
orientation.”

Continued on page 5
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Continued from page 4

“Because of the mindsets of some of the people who are
in leadership positions at our centers, we really have done
the diversification part without doing the anti-oppression
work,” Judy says. “And that’s the direction I want to go
in, and that our chair wants to go in. It’s a matter of
doing it in increments that will feel nonthreatening and
that will be heard.

“A lot of women who don’t get racism, start to see what
you’re talking about when you can draw a parallel to
sexism. So when you move it into an area where different
kinds of emotions come out, and

business people or clergy people, that they would be
representing Women of Color.”

The years of work and transformation have begun to
come to fruition. “I think NYSCASA is at a place where
the board does represent its communities. We have
representation for some Communities of Color, but the
gender issue always comes into play.”

“Our future plans are to continue this work and to
continue having NYSCASA really truly represent all of
the richness of New York. It’s an ongoing and constant
part of the work.” Additional work
needs to be done, “in terms of the

use something that they can
perceive as being related, then it
becomes a little more palatable.”

The New York coalition went
through a transformation. “In 1994
and 1998 Maud Easter, our
Executive Director at that point,

A lot of women who don’t
get racism, start to see what
you’re talking about when
you can draw a parallel to
sexism.

disability community and the
transgender community.”

DoiNG THE WORK

Anti-oppression work is not easy.

was really committed to making

NYSCASA a very inclusive and progressive
organization,” says Luz. “In talking about sexual
violence, we also had to understand issues of oppression.
She started with our board because she felt that that
would set off the power structure of the staffing.

“The board was mostly made up of our programs (76 rape
crisis centers), with representation from each region and
they didn’t represent the diversity of New York State.

Out of the 76 rape crisis centers, there are only three that
are run by a Woman of Color. A majority of the centers
are led by out lesbians, but in terms of racial ethnicity, it
wasn’t there.”

“It took four years to restructure the board. It was
struggle and was really challenging for programs. It took
a lot of nurturing and education. It took the strength and
the commitment of all women to say, ‘We are going to do
this,” and they did it.

“It took Maud’s very focused vision of what it was she
wanted, with the assistance of her associate director,
Nadya Lawson, and she is a Woman of Color. Both she
and Maud had a very focused vision and were very
committed to holding the board accountable, and to hold
themselves accountable to make this drastic change. It
meant that when we were out there looking for lawyers or

Luz warns that, “Coalitions need to
understand that anti-oppression
work is hard. You will lose some people in that process,
and that is OK. We’re talking about years and years of
undoing a behavior and having people question things
that they’re reading and seeing and doing, similar to
ending sexual assault.”

Judy adds, “Because of the nature of boards, with people
cycling off, and the need to constantly be on the lookout
for new people, the work has to be an ongoing thing.”

It is important to institutionalize anti-oppression work. “I
need to put this in writing, I have to have the board adopt
these things. Because when I leave, or someone else
comes, then you may not do it the same way.”

Another step is training the board, but it is only a part of
the work. “We’ve done board trainings on anti-
oppression and diversity,” Luz says. “People can talk
about it, but it’s not necessarily part of their practice. The
hard part is taking the words and living it and putting it
into practice.

“I think an organization that is devoted to inclusivity,
especially on the board, has to have an executive director

that is able to stay focused on that vision.”

Continued on page 6
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Continued from page 5

“I know that a huge issue that I have here,” Judy says,
“is the difference between people not getting it and
people getting it, just not caring— the subtle ‘without
realizing it’ racism and the ‘active discrimination’ type
of racism. There are a lot of people in local programs
where it falls more into the category of benign neglect—
they just haven’t been educated around it. For others it’s
an active, “We don’t want to be told what to do.””

Coalitions may consider it our role to push the edges for
people at local programs. “I want to make this an issue
as much as I can,” Judy says, “but how do you find a
way to do it that’s not going to make people all
defensive? So that they’ll have those ‘ah ha’ moments.

“It’s hard when you have someone in the room who you
know is actively racist and classist and homophobic. I
feel so blessed to have Janelle White
on my board because she is so good

process of nominating and bringing on new board
members. Luz says, “We get to know the person before
they get onto the board. Our nominating chair calls folks
and interviews them over the phone. If we’re lucky they
have a face to face.

But, she warns, “Even that screening piece doesn’t
always work. You might have had discussions in general
about anti-oppression and diversity, but you might have
not have asked, ‘What do you feel about going the extra
mile and making sure that your board has meetings in
places that are accessible to all people?” Putting anti-
oppression to practice out of theory is difficult for
people.”

Judy says, “We devised a form, filled out by the
nominator, that is a checklist of professional affiliations,
race, approximate age, gender, sexual

at not losing her temper with people
and saying things in a way that won’t
make them defensive. It’s like
they’ve been hearing it just from me
for so long. And it’s nice for them to
realize there are other people out
there, it’s not just Judy in a vacuum.”

Part of being committed
is realizing that when
you do make a mistake
and someone tells you
about it, that’s a gift.

orientation, and what part of the state
they’re from. So far it’s worked pretty
well.” Luz offers that checklists can
be “tokenizing to some degree.”

It is very important to keep your goals
in mind. “You need to be able to
represent all the communities in your

It is important to find support in doing this work. “I talk
to other people who do similar jobs within their
organizations and try to get strategies from them,” Luz
says. “Sometimes challenging them is just not enough—
because all human beings want to be good, but realizing
issues of privilege makes people angry, they shut down
and then they don’t hear me.”

“That gets back to having leadership that really is
committed,” Judy adds. “That’s not to say that you aren’t
going to do something boneheaded. But I’d much rather
be called on something boneheaded than be allowed to
continue doing it. Part of being committed is realizing
that when you do make a mistake and someone tells you
about it, that’s a gift.”

“Right,” says Luz, “that’s a learning moment.”

BUILDING THE BOARD

Another concrete part of the work is done through the

state in order to provide leadership
that is far reaching into your community,” says Luz.
“Otherwise it’s going to be self-serving to the folks that
are part of the majority and that’s all that it’s going to
speak to. It’s not going to speak to or for anyone else,
and therefore strategies to end sexual assault will be
short-sighted.”

Toby Cremer is Organizational Services Coordinator for
the Washington Coalition of Sexual Assault Programs.

Contact Your RSP Regional Coordinator
for Technical Assistance

Northeast - New York, (518) 482-4222
Southeast - Connecticut, (860) 282-9881
Central - lowa, (319) 339-0899
Midwest - Minnesota, (612) 313-2797
West - Washington, (360) 754-7583
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“Decide To End Sexual Violence!” Becomes the National Slogan
For Increasing Awareness and Action to End Sexual Violence

by Susan Lewis

The National Sexual Violence Resource Center
(NSVRC) recently announced the winning slogan for its
S-year interactive Sexual Assault Awareness Campaign.
Contest Judges chose “Decide to

End Sexual Violence!” because of
its positive and empowering tone,
and its call for responsible action.

For years, the anti-sexual violence
movement has struggled to raise
awareness of sexual violence, but in
general these efforts have lacked
collaboration, The idea for a slogan
that could be used by the entire anti-
sexual violence movement grew
from the notion that a more unified
voice would increase awareness of
sexual violence. The NSVRC
believes that if we continue to use and reuse some of the
same words, the message will begin to have impact.

The NSVRC contest judges, from across the country,
chose this slogan particularly because it requires
attention, thought and involvement from the reader.
Raising awareness of sexual violence takes many voices
and continued efforts, but ending sexual violence
requires moving past awareness to responsibility, and

REeSHAPE is a publication of the Washington Coalition of
Sexual Assault Programs, 2415 Pacific Ave. SE, Olympra,
WA, 98501, (360) 754-7583. Contact the editor, 1oby
Cremer; at toby@wcesap. org.

This project was supported by Grant No. 1998-WI1-VX-
K005 (5-2) awarded by the Violence Against Women Office,
Office of Justice Programs, U.S. Department of Justice.
Points of view in this document are those of the author and
do not necessarily represent the official position or policies
of the U.S. Department of Justice.

then to action. The NSVRC believes that “Decide to End

Sexual Violence” works so well because it moves in a

positive way to increase awareness and to empower us to
action.

This new slogan can be used simply
as it appears, “Decide To End Sexual
Violence!” or in conjunction with
another phrase. That is, organizations
can adapt it to their own campaigns by
adding some additional tag line. The
idea of a sustained campaign with
some nationwide collaboration rests
upon recognition that the anti-sexual
violence movement is innovative and
creative.

As this slogan is used across the
country, the NSVRC will incorporate feedback to help to
promote sharing of ideas and a more unified voice. If you
have comments and ideas, contact Susan Lewis at 877-
739-3895, Extension 102.

The winner of the slogan contest is Arlene Averill of the
Vermont Network Against Domestic Violence and Sexual
Assault. Congratulations to Arlene!

Next Issue:

Evaluation

Comments? email toby@wcsap.org
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Upcoming Events

December 3 - 5, 2002 in Kentucky

4th Annual End Sexual Assault and Domestic
Violence Conference: Planting the Seeds of Peace
Contact: Kentucky Association of Sexual Assault
Programs, (502) 226-2704

December 4 - 6, 2002 in Las Vegas, NV

National Institute of Crime Prevention Conference -
Domestic Violence and Sexual Assault Training
Contact: (813) 294-9757, Rod@NICP.net

December 9-17, 2002 in Austin, Téexas

The 5th Annual National Conference on the
Changing Role of Law Enforcement

Sponsored by the National Training Center on Domestic
and Sexual Violence.

Contact: www.ntcdsv.org/b6basics.htm

December 10-12, 2002 & April 15-17, 2003 in Little
Rock, AR

Rural Sexual Assault Investigation Curriculum
This 3 day tuition free course is available to rural
investigators whose agencies are current recipients of
STOP grants. The objective is to provide investigators
with the additional knowledge and skills needed to
conduct a more effective sexual assault investigation.
Contact: Dr. Cheryl May at National Center for Rural
Law Enforcement at 501-570-8052 or Juliet Waters at
National Training Center on Domestic and Sexual
Violence at 512-407-9020. For registration information,
contact Rita Davis at NCRLE at 501-570-8031

December 17, 2002 in Worcester, MA

Taking A Stand: Youth Organizing to End Adolescent
Sexual Assault and Dating Violence

Sponsored by Jane Doe, Inc.

Contact: (617) 248-0922, www.janedoe.org

Dec. [2 - 14, 2002 in Washington , DC
Collaboration & Coalition Building in Violence
Prevention

Sponsored by the National Funding Collaborative on
Violence Prevention

Contact: 202-393-7731, nfevp@nfcvp.org or
www.peacebeyondviolence.org.

January 27-29, 2003 in Daytona Beach, FL

March 10-12, 2003 in Phoenix, AZ

September 15-17, 2003 in Seattle, WA

Leadership Training Event on Religious Resources
and Roadblocks to Ending Violence Against Women
Contact: Sandra Barone, Center for the Prevention of
Sexual and Domestic Violence, 206-634-1903 ext 14

February 23-26, 2003 in Austin, 7X

Texas Association Against Sexual Assault Annual
Conference

Contact: (512) 474-8165, taasa(@taasa.org,

www.taasa.org

March 2003 in Orlando, Florida
National GHB Conference
Sponsored by Project GHB
Contact: www.ProjectGHB.org

March 31 - April 5, 2003 in St. Louis, MO

The Fourteenth National Conference on Child Abuse
and Neglect: Gateways to Prevention

Sponsored by the Office on Child Abuse and Neglect,
Children’s Bureau, Administration on Children, Youth
and Families, U.S. Department of Health and Human
Services.

Contact: (703) 528-0435, Fax: (703) 528-7957,
14Conf@pal-tech.com

April 23-25, 2003 in San Diego, CA

2003 International Domestic Violence, Sexual Assault
and Stalking Conference

Sponsored by SATI (Sexual Assault Training &
Investigations)

Contact: 858-679-2913

May 20-22, 2003 in Olympia, WA

Washington Coalition of Sexual Assault Programs
Annual Conference

Contact: Ryan Warner, (360) 754-7583 or

ryan@wcsap.org

May 271-23, 2003 in New Orleans, LA

2nd National Sexual Assault Response Team (SART)
Training Conference

Funded by the Office for Victims of Crime (OVC) with
the U.S. Department of Justice and administered by the
Sexual Assault Resource Service of Minneapolis.
Contact: www.sane-sart.com







