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Jessica Hoeper:

Hi, everybody. Welcome to Reflective Practice for Building Relationship Based Systems. I'm Jess Hoeper. 
I'm excited to share this with you guys. Just a little bit about who I am, so you know who's talking to you 
today. Personally, I'm a mother of five, so I have kids ranging in the age from 10 months to 12 years, and 
I live in Central Minnesota. Professionally, I've been in social work and human services for over 15 years, 
primarily in child welfare, ranging in many positions, from first starting out in children's mental health, 
juvenile justice, child protect, which is where I spent most of my time, and then also supervising child 
and family services for three counties in Minnesota.

Jessica Hoeper:

Right now, I focus primarily on reflective coaching with human service systems, to help them build 
relationship-based systems, and to help people become more self-aware in their work. So, reflective 
coaching really utilizes the framework from infant mental health's reflective supervision and 
consultation, and then it also adds emotional intelligence building blocks, and then the tenets of 
professional coaching, and then much of the experience that I've had in the field. So that's me. Looking 
forward to meeting all of you in the Q&A.

Jessica Hoeper:

Here's our agenda, super packed, and I know that it kind of looks overwhelming, because many of these 
topics, I facilitate trainings on individually, and for much longer periods of time. So, this was really a fun 
opportunity for me to kind of synthesize all of this into one for you, so that we get a good, broad 
grounding in all of these tenets of what builds a relationship-based system. So, you're going to get self-
reflection opportunities along the way, but I'll talk more about that to come, so here's just sort of to set 
you off where we're going to go.

Jessica Hoeper:

Okay, so reflective practice in human services. What it is, by definition, so the definition that... Here's 
the two functioning definitions in the world. The one that I primarily use is the second one, and that just 
describes reflective practice as a continuous process rather than a one-off event, and it involves 
repeated cycles of examining practice, adjusting practice, and reflecting on it. To me, there's no field 
where it's more important to know yourself well than a field that directly impacts children and families 
at their most vulnerable time, so if you're not self-aware, then really, you are unaware.

Jessica Hoeper:

And this is how it's built in the system, so this is how reflective practice gets built into systems, by strong 
relationships, and then by support and space given for those. So, support at every level, literally systems 
in which everyone cares about everyone. Doesn't matter if you're part of the system or a recipient of the 
system. Everyone cares about everyone. And then space for self-reflection. Self-reflection is really hard, 
because you learn things about yourself that make you feel vulnerable, and you really want to have safe 
space to check those biases, have somebody talk them through with you. It can't be a space of 
judgment. It has to be a space of curiosity. So systems have to support that space. So, through 
relationships and by the support and space given, is how it's built.

Jessica Hoeper:
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Okay, but for today, we're going to primarily focus on how people can use self-reflection to participate 
in the systems building, and then we'll also talk about, more broadly, how systems themselves build it 
in, but each person is unique in the system.

Jessica Hoeper:

This is about what is self-reflection. That's the question I always get. It's the process that you learn 
yourself, so how you think, and how you act, and how you behave, and it's a place of wondering 
curiosity, so it's a judgment-free place. Once you get to judgment, you get out of it quickly. And what's 
the difference between reflection and self-reflection, right? Self-reflection is exactly as it says, self-
based, kind of like... I like to think about it as hanging the mirror, so you're hanging the mirror. 
Reflection is also a place of wondering curiosity, but it takes others into account, so it kind of takes an 
aerial view around instead of hanging the mirror. Both necessary.

Jessica Hoeper:

So self-awareness is built out of self-reflection. Self-awareness is the first building block of emotional 
intelligence, and we'll get there in a little bit. You have to spend time with yourself to know yourself, so 
self-awareness is the ability to deeply know yourself, and what you need, and when you need it, and it's 
our way of getting out of our own way, so that we can lead from well-informed hearts instead of 
unchecked thinking. This is the quote I like to use when I meet with people. "It's hard to judge that 
which you're curious about." Human nature, we judge, right? For safety, we were built to judge the 
second something comes, but we were not built to stay in that relationally, so get past judgment and get 
curious.

Jessica Hoeper:

Again, self-reflection is what leads us to self-awareness, and then comes reflective practice, so you have 
to have really self-aware practitioners, and people, and communities to build reflective practice, and 
reflective practice then builds reflective systems. So again, self-reflection and reflection. Both take the 
wondering, but self-reflection hangs the mirror.

Jessica Hoeper:

Okay, so self-reflection opportunities, I'm going to present to you along the way today, and this is just to 
get you really comfortable with spending some time with yourself, so getting to know yourself better. I 
want you to look at this first reflective opportunity, and just take a couple minutes, consider your why 
for participating in movements like QPI, like your why for work, why you deeply care about families and 
children, and when we're grounded in this, it just helps us lead with passion and vigor, because we really 
know why we're doing what we're doing. I'm going to talk a bit after you spend a half a minute with 
yourself, reflecting. I'm just going to offer little bits of time, just to get you comfortable. Then we'll talk a 
little bit about what it looks like when you've lost connection to that as well. So just take 30 seconds, 
and then we'll reconvene. Spend some time with yourself, make sure you have a notebook and a pen, 
because you're going to be afforded about five of these opportunities. Here's your first one, so why do 
you do... Why are you invested in children and families?

Jessica Hoeper:

Okay, if you're still working on it, that's okay. Just keep working on it. I just want to talk a little through it 
while you were spending some time. Once you've written your why, please reread your why, and get 
deeply grounded and anchored in it for the conversation that we're going to have today. And if your why 
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is on the surface still, and you can't quite dig deeper yet, that's okay, but just start somewhere so that 
you have something to anchor yourself in.

Jessica Hoeper:

What I do want to talk through is if you look down at your why and it says for the pay and the benefits, 
it's time to consider that's the why for where you work and not the why for the work. What I have 
found, because this comes up sometimes, and people will tell me it's for the pay and the benefits, and I 
have often, always, I can say safely always, have found that that really isn't their why for getting into this 
work. It's the why for where they're working currently. And it's really been my clue into the culture of 
workplaces. Are they relationship-based or are they not? And unhealthy relational workplaces lead to 
people being disconnected to their whys. So if yours says pay and benefits, please spend extra time on 
your own, deciding if that really is about where you work or about the work, and also equally, if you 
support, supervise, direct any of these systems, please have a good gauge on your system's whys, and 
the people working around you, what their whys are.

Jessica Hoeper:

So stay anchored in this for today, and then we're going to move through, move on to self-awareness. 
Self-reflection builds self-awareness. Self-awareness is the first step of emotional intelligence. So before 
I can talk through more of what that looks like, we have to really understand what is emotional 
intelligence. IQ, EQ are very different. First, let's ground in what emotional intelligence is by definition. 
It's the capacity of individuals to recognize their own and other people's emotions, to discriminate 
between feelings and label them appropriately, and to use emotional information to guide thinking and 
behavior. That's what EQ is, right? Understanding your feelings and the way that it comes out in your 
work. IQ is a number that indicates a person's reasoning or logical ability in comparison to a statistical 
norm.

Jessica Hoeper:

So, the good news is, is what EQ is the feeling part, and much of the human serving system has people 
that are feelers, so the good news is is the research around emotional intelligence says this is a higher 
contributor to happiness. So, really digging in and training on emotional intelligence, self-reflecting on 
where are your gaps, where are your strengths, and building up the levels is really important. So I'm 
going to... What's kind of funny is I like to illustrate what the importance between EQ and IQ, because 
there are some really big, influential people that are said to have had low IQ but high EQ, so I'm only 
going to list three, just for effort of moving us through this today.

Jessica Hoeper:

But one of the people said to have had low IQ and high EQ is Dr. James Watson, who came up with the 
DNA structure, Andy Warhol, who everyone has seen his art, Marilyn Monroe, Campbell's soup cans, 
and then the biggest one for me when I read this, of course, it's said to have had low IQ high EQ, 
Abraham Lincoln. When I was doing EQ research for this, it blew my mind.

Jessica Hoeper:

So, now we know what EQ is. Now let's talk through the building blocks of it in human service systems. 
Self-awareness is what we talked about. The best key I have to build self-awareness is self-reflection. 
Once you are self-aware, you can self-manage, which is the next step. Once you can self-manage, you 
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are better socially aware, and then after that, you are better able to relationally manage. So these are 
the building blocks.

Jessica Hoeper:

Systems focus a lot of effort on the last two, social awareness and relationship management, but they 
focus very little on the first two steps, and I think you can't really build off of... You can't really grow the 
last two until you build off of the first two. If you don't have anyone self-identifying their own biases, 
then doing trainings on biases in culture to be aware doesn't actually impact change. The knowledge is 
needed around the trainings of social awareness and relationship management, but you have to have 
people understanding themselves to actually implement the change that you're looking for.

Jessica Hoeper:

So like I said, self-reflection leads to self-awareness, and then this is where system change happens, 
because then you have people aware, and then they can manage better, and then they are aware of the 
needs around them within the workplace, and then they can relationally manage. Self-awareness also 
means you can understand how you impact your work and your work environment. This is where you 
can challenge biases.

Jessica Hoeper:

I just want to quick kind of illustrate a little of how biased thinking can look in human services. We have 
research to show there's an over-representation of people of color in foster care, and we have research 
to show there's under-representation of people of color in human service work. Okay, so we know that 
there's bias, but we don't typically invest in the level of individual work for professionals to change those 
biases, or to change structures and systems to change that discrepancy, for under-representation or 
over-representation. We just, again, invest in the broad cultural changes, which are important for 
knowledge. I'm not trying to shame those, but they're less effective in change, or actual behavioral 
change, until you focus on the bottom two.

Jessica Hoeper:

We need relationally based work environments to support and promote vulnerability of people being 
able to be self-aware. We talked a little bit about that before, and we'll talk a little bit about it again. 
One of the key things to know is, however, self-awareness does not automatically mean that you'll have 
high self-management or social awareness. You have to intentionally choose that to become aware of. 
I've seen this in workplace cultures all of the time, right? You have somebody that can self-identify that 
they have an abrasive personality, but they don't self-manage to make more harmony in the workplace, 
even though they know.

Jessica Hoeper:

That's the beauty of teaching self-awareness skills, is you can bring people to awareness, but they have 
to choose what to do next. They just need safe spaces to support that. So I'm going to send you on an 
emotional intelligence reflection real quick. Okay, so how well do you assume you know your staff, 
providers, colleagues, or fellow advocates? Just think of three people, and then write their names down, 
and do you know their why for doing caring and doing the work of child and family, or participating in 
the work for children and families? List the three people. Do you know their why? That's the first part. 
Then consider, if you know their why, how do you know it? And if you do not know their why, consider 
why you do not know it.
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Jessica Hoeper:

Okay, look at your list. Relationships matter. Research tells us this. I did a graduate research project on 
mitigating factors of compassion fatigue for child protection social workers. The main theme was strong 
supportive supervisor and strong relationships within the system. That's what mitigated compassion 
fatigue. So, people want you to know them, and they want you to really know them. This is where 
parallel process starts to be so important.

Jessica Hoeper:

If we expect social workers to take the time to deeply understand a family's story and strengths, so that 
they build supportive relationships with collaborative partners, such as foster care providers, then 
should we not afford them, the workers, the exact same thing in their system? And another parallel I 
just want to go a little bit further in, if we expect quality parenting and deep interconnection with kiddos 
by foster providers, should we not also afford them deep connections with us?

Jessica Hoeper:

Okay, so I read an article recently about the least used word in child welfare. The least used word in 
child welfare is love. Doesn't that seem so crazy? For a field where you're charged with the care of 
families and kids, if it's not built on love, what should it be built on? And then we tell people all of the 
time, "Love what you do. Love what you do." There's brand statements on coffee mugs that say, "Do 
what you love, love what you do." Well, in a world that works with children and families, love what you 
should do should also equally say love who do it with. Then, the caveat to that makes me think of 
nobody would ever tell you love being married, but don't love who you're married to. That wouldn't 
make any sense, so why in a system where we deeply care about the vulnerable, would we not also base 
it off of love?

Jessica Hoeper:

To transition us a little, we're going to ground ourself in the QPI principles before we move into self-
reflection. We've been to reflective practice, and we know reflective practice is built off of self-aware 
people in the system and external to the system, and we know that self-reflection builds self-awareness, 
and we now know that self-awareness is the first building block of emotional intelligence, so let's move 
up the scale a little bit, up the emotional intelligence scale.

Jessica Hoeper:

We're now at self-awareness and relationship management, and we know relationships matter, so 
here's where the QPI principles to me, when I was learning about this, came into like an aha, they all fit 
together, oh my gosh. These principles really are good foundations to discuss reflective practice, 
because they all support it. I'm going to read each principle and then talk a little bit about each one after 
I do that, or after I read each one.

Jessica Hoeper:

For the first one, we know what they are. Consistent excellent parenting and meaningful relationships 
are the most important services we can provide to children and youth in foster care. Every policy, 
practice, action, and statement the system adopts should strengthen parenting skills and relationships. 
So, here's for me where brand statements came just an aha, because I thought, "Words matter. Oh my 
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gosh, this says it. This says words matter," and honesty in words matters. Honesty is what builds trust, 
and trust is what builds really powerful relationships.

Jessica Hoeper:

Then I thought, "You can say really hard things to people and you can say really hard things kindly," so 
saying really hard things kindly, it has to also be honest. This made me think a little bit through that. We 
know that strong relationships with caring adults is one of the weightiest protective factors in child 
welfare, and we also know that needing foster care is traumatic for kids, so here's where the brand 
statements or language used needs to promote healthy relationships honestly. A brand statement is 
your vision, right? Of what parenting should be.

Jessica Hoeper:

Here's where I hear sometimes in systems people say, "Foster care can sometimes be traumatic." No, 
we really honest, really honest, research-based language would say entering foster care is always a 
traumatic incident, but it does not always lead to trauma. We know that many people will experience 
something traumatic in their lives, but that doesn't always mean that they'll have trauma, but it doesn't 
mean that we negate that it was traumatic. So, the likelihood of resulting or already existing trauma 
sometimes is higher for kids or families that have had experience in the system, but we also know that 
strong relationships with caring adults mitigates some of this trauma, so the words matter. What you're 
trying to do matters, but you have to use the words honestly. And again, you can say really hard things 
kindly, and honestly.

Jessica Hoeper:

Then, principle number two. Research on child youth and brain development and the effects of trauma 
not only demonstrate the importance of parenting and positive relationships, but also provides guidance 
on how to best support them. Agency policy and practice should be informed by research. Systems 
support this understanding of brain development and trauma responsiveness when the foundation is 
laid for workers to have the knowledge base, and for them to share this knowledge base with providers, 
and fellow advocates, and families. So this foundation is laid in conjunction with reflection and self-
reflection.

Jessica Hoeper:

This made me really see how important having been in child welfare systems that have training or 
foundational training really laid out and ones that don't. In child welfare, there is foundational research 
that demonstrates how important this knowledge foundation is. Through this research, we learn that 
most children that have experienced maltreatment do not go on to maltreat their kids, but that a high 
majority of families that have maltreated their children were also maltreated as children, so it matters 
to have relationships and learn these things about people.

Jessica Hoeper:

We also learned more about how words matter in this foundational child welfare research. There is a 
foundational article that I will never forget. It's called Ghosts in the Nursery. If you have not read it, you 
should read it. It talks about how the system sometimes un-relationally labels people, like neglectful, 
and then this article goes to talk through how when this mother who was labeled neglectful was worked 
with, what became the actual picture was you had a depressed mother caring for an infant. Well, when 
she was labeled depressed, people engaged with her very differently than when she was labeled 
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neglectful, but how to learn that about her, you needed that basic understanding, but you had to spend 
time with her. You had to get to know her, so you would respond to her with empathy.

Jessica Hoeper:

So, the missing links are often, obviously knowledge, but and awareness, so it's a both/and. Knowledge 
and awareness needs to be built. Relationships are the place where people grow, heal, and thrive, so the 
third principle. Individuals most affected by policies and practices are in the best position to design and 
implement change so that systems ensure excellent parenting and meaningful relationships for kids who 
enter their care. This principle points directly to relationships matter, but relationships matter when we 
utilize and access the people with the knowledge, so the people most impacted by it.

Jessica Hoeper:

So, reflective approaches involves taking the time to ask why. Why do some things work? Why do some 
things not work? Let's ask the people that are actually impacted by it. That would be the birth parents, 
the foster parents, the kinship caregivers, the social workers, but most of all, the kids that are being 
impacted. Ask them why.

Jessica Hoeper:

So, just to wrap up all of the principles and ground us in relationship, one of my favorite quotes to kind 
of synthesize all of these principles is by Bruce Perry. His research is great if you've not read any. His 
quote is, "Human beings become a reflection of the world in which they develop," so any of us 
participating in this world developing kids, we need to be a reflection of what we are wanting for them. 
This, for me, always goes back to the love piece. If we want kids to grow up with the ability and 
worthiness of giving love, then they have to equally be worthy of us giving it to them, and there is not 
one single person that I have met that is unworthy of that.

Jessica Hoeper:

Okay, so if we're going to build off of reflective practice and how systems can become reflective, and 
what kind of reflective responses look like, and what non-reflective responses would look like in a 
system. We're going to first talk through what a non-reflective response would be. Non-reflective 
response would be doubling down. When staff aren't meeting a requirement, leaders increase 
enforcement and penalties, but they don't actually figure out why they're not meeting that 
requirement. That's a non-reflective system response. Another non-reflective system response would be 
adding layers of approval. So, to improve your decision-making, you require higher and higher levels of 
approval, but you don't have any idea why the frontline staff are making the decisions that prompted 
you to add the layers of approval. That's non-reflective system response.

Jessica Hoeper:

The sunk cost fallacy is also a non-reflective system response, so not being open to scrapping an 
ineffective or failing approach and trying something different, because you've put too much time or 
money into it. Okay, well if families and children aren't benefiting, that's a non-reflective system 
approach. Then, we talked a little bit about the training, training, training before, but when you turn to 
training as the answer to every single problem, without asking whether the problem is actually due to 
lack of training, and that happens a lot. We talked about that, we focus less on the first two avenues 
before we give them the knowledge base. Then regulation mission creep, so adding more and more 
detailed, elaborate regulations. This is usually in response to something bad happening.
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Jessica Hoeper:

So, quick. That was a really quick look at what non-reflective system responses can look like. Now let's 
flip the coin to what are some reflective system responses. A reflective system response would be 
requirement curiosity. A reflective system gets really curious about the requirements that work and fail, 
and it checks with those who the requirements is of, to see if it's doable, and/or is there a way to make 
this requirement doable. So, a reflective system has requirement curiosity, and it checks in with the 
people the requirements are of.

Jessica Hoeper:

A reflective system also would respond with trust. We all know that ruptures happen in trust, in every 
single system, every family system. Every system has ruptures in trust. But what do you need to do with 
the rupture in trust to actually mitigate it? You have to repair the rupture. Don't ground the system and 
not rebuild the trust. You have to add... You don't add more layers of approval. That's when you lack 
trust, you add more layers of approval. That should be your key to know that there's been a rupture in 
trust, so find out where the rupture is. A reflective system would find out where the rupture is and fix it.

Jessica Hoeper:

Then a reflective system response would be getting out of the house and re-grounding the group in the 
desired outcome. This one, I see all the time. Either it's very poignant of reflective systems or very 
poignant of them not being reflective. Because how many times have you sat with like collaborative 
partners, and everyone's arguing how to do something. "This is how this should be done. This is how this 
should be done." And nobody is looking at, "We have the exact same shared desired outcome, but here 
we are, battling out the hows we're going to get there."

Jessica Hoeper:

It makes me think attorneys, social workers, school professionals, foster providers, fellow advocates. All 
of us have unique roles, and that's good. We should all have our unique roles, but we should all be 
working together that our hows are going to look different, but a reflective system remembers to 
ground us in our shared desired outcome is wellness for children and families, and then we can get out 
of our being stuck in... Each of our hows should look different, but if you see systems battling over the 
hows, that would be a non-reflective approach. A reflective approach would be re-grounding in the 
desired outcome that you're looking for.

Jessica Hoeper:

Another reflective system response is collaborative safety. A reflective system understands that humans 
are doing human work with humans, which will involve error, and the errors should always be looked at 
as a collaborative ownership. A reflective system response uses collaborative safety to own when bad 
things happen. Also, a reflective system response would be finding the wondering why. We talked about 
this briefly, but a reflective system is always curious versus judgmental, you know? New program idea. 
You can wonder if it's working. Is it going to get the desired outcomes, and if it isn't, scrap it. I wonder 
why it is? I wonder why it isn't? It's that really curious wonder, not the, "Oh, I wonder why they did 
that." Curious wonder is, "Oh, I wonder what would work better." That's a reflective system response.

Jessica Hoeper:
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Principles are met when systems focus on relationships and reflective responses. Relationships matter. If 
I can't point anything else out solidly today, that's what it is. Every principle points to this. To genuinely 
show up, though, in relationship with others, you have to deeply understand and know yourself. So 
here's our next reflection. Number three, relationships matter, so consider who would you talk to when 
you are struggling? Write down one to two people. Who would you talk to when you're struggling? Who 
would you tell that you are struggling? Then also, who do you best receive feedback from? That means 
both positive and negative feedback. Who do you best receive that from?

Jessica Hoeper:

Okay, look at your list quickly. My guess is the people you have listed with are people that you have 
strong relationships with, so we know this for ourselves now, so we need to really... We need to make 
the same response for the people that we work with. Children and families need the same foundation if 
we expect hope for real wellness. They need deep relationships to heal and thrive, and we need to give 
that to them.

Jessica Hoeper:

Okay, so lacking self-awareness leads to professional dangerousness. Holy moly, you guys. This is the 
setup for a super big topic, and a topic that I'm incredibly passionate about, but it's a big one, so just 
remember, for the purposes of today, it's going to be just a bit expedited. What is professional 
dangerousness? It's the process whereby professionals involved in child protection can behave in a way 
that either colludes with or increases the dangerous dynamics.

Jessica Hoeper:

Okay, wow. I first learned about this when I was actually working in the field of child protection. At at 
Olmsted County. I'm a high-risk child protection case manager and a social worker from New Zealand 
comes to do a training and tell us about professional dangerousness. Had never heard the topic, ever. I 
was literally knocked off of my chair during this training. I'm listening to him going, "Yeah, right. What, 
me? No way." Well-intended, people-loving social workers. There's no way that I can increase the 
danger.

Jessica Hoeper:

Okay, so so I would learn in that training, possible, very, very possible. Crap. So, Nicki... The presenter is 
Nicki Weld. She's from New Zealand, a social worker. She introduced the research at the time. here's the 
definition she used. This is the most prominent definition. So she's presenting kind of how it shows up in 
practice, and then I start seeing myself in what she's presenting. You know, like one of the things was 
client is hard to engage, so you put them at the bottom of your to-do list. I thought, "Crap. Crap, crap, 
crap." That was exactly... I have done that before. Okay, honestly, crap wasn't the four-letter word in my 
head, but for today, that's what I'm going to use. I was absolutely never trying, nor did I ever intend, to 
increase the danger, but at the same time, that's exactly what I was doing. I was not self-aware of these.

Jessica Hoeper:

So, after this training, and then my graduate research, which pointed to supervision is a weighty factor 
in mitigating compassion fatigue, and that relationships matter. I knew I needed to make the move to 
supervising, so I could shed light on this topic on kind of a bigger scale. So while I was supervising, I saw 
professional dangerousness play out in so many ways, but the link to it for me was it was seemingly 
always connected to lack of self-awareness. Hence where I came full circle, and here I am facilitating 
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professional development opportunities for that. Because let me tell you. When I saw myself in these, 
they changed.

Jessica Hoeper:

I want to walk you through how this kind of shows up in practice, and this is from the research, from my 
own experience, and what I kind of saw through others. Okay, so here's some examples. We're just 
going to read through them. Here's a way that a worker can be professionally dangerous: Not taking 
time to deeply understand the culture of each family on your case load. If you don't make the time to 
understand their culture, then you can safely assume you are providing your service through your own 
cultural lens. Then also equally with time just to talk about this one a little bit, here's where if people 
don't take the time, sometimes it's because the compliance consequence based part of the system gets 
passed on from the workers to survive in their system, unintentionally to the families. They don't make 
the time because they're not given the time.

Jessica Hoeper:

Okay, also, knowing a family's primary need and not addressing it directly, but requiring them to address 
secondary needs to complete your case plan. Here's where when everything is productivity based, it 
really... It's hard to see that the product of our services should be the relationship. Instead of making a 
case successful because all the paperwork is done, a case should be successful if a family felt engaged, if 
the family felt cared for, if they had increased wellness, if their kids had increased wellness. Our 
productivity base is backwards.

Jessica Hoeper:

Acting like your education makes you an expert on parenting someone else's child. I know that this one 
can prickle a little bit, and I kind of mean for it to, because when I was a supervisor, this is primarily what 
people would call about. You would have families mad, foster providers mad, because they would have 
a worker that showed up as an expert in parenting, and they would say, "How do they know anything 
about parenting my kid? They are not an expert. And by the way, this new young worker doesn't have 
kids," and I would say, "I get it. I have been on both ends of that spectrum." I have been in the spectrum, 
I have been in child welfare before having kids, and then I've been in the field while having kids, and I 
have learned, parenting doesn't make you an expert. Simply by having kids does not make you an 
expert. In fact, now having five, it humbles me each time I have a child, to realize there is no expert in 
this, and each kid is unique. All of us are given unique kids. There are no parenting experts that show up 
and can best take care of your own kids. You know them best. So this is a way in which workers can be 
professionally dangerous.

Jessica Hoeper:

Also, calling yourself strength-based, but you don't actually focus on the strengths, nor do you seek 
them out. Then putting a family at the bottom of your to-do list because they're hard to engage. This is 
like I said before. This is where I found myself, because I was a high-engager, and I really got lots of 
energy off of engaging with the hard to engage, and if they weren't, then I made it their problem instead 
of mine, because I wasn't aware that was how I was behaving. So when I saw that for what it was, please 
know that that changed. Every family is worthy of connection no matter how hard they are to engage.

Jessica Hoeper:
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Okay, here's a few more. Telling a foster parent, "Please, treat this child as your own, but don't make 
any decisions without me." That's a way a worker can be professionally dangerous. Not seeing your role 
in a family's life as temporary. Don't set yourself up to hold a role in which you can't hold past your 
professional job. Being trauma informed but also not trauma responsive. Not finding age-appropriate 
words to tell a child what's happening from your view, and conversely not listening to a child with age-
appropriate hearing, to really hear their story. Acting like the expert of a family's story. It is not yours. It 
is theirs. And the only people who have the luxury of using their personal cultural lens is that family. No 
one else gets to use unfiltered lenses or prescribed culture to a family.

Jessica Hoeper:

Assuming the parents you're working with don't want what is best for their kids. I have literally never 
met a parent that doesn't want what's best for their kids. It doesn't mean that they always know how to 
provide it, but much of the time, the barrier has never been that they don't want what's best for their 
kids. Then, having a negative preconceived outcome for the family you're working with. This is lacking 
active hope. It keeps you from fully engaging in the help and the healing, and it is so important to 
visualize a family well and whole right when they come in, you know? It makes me think...

Jessica Hoeper:

I had a mentor once who was diagnosed with cancer, stage IV, and she would tell me, this really came to 
light for me, this last one. She would tell me, "The reason why I have hope is because my doctor sees it 
as possible that there could be a cure," not that there's going to be, but the doctor sees it as possible. 
There was active hope. That's what helped her, the transparency. You know, the doctor wasn't being 
fluffy. The doctor was telling her the grim reality, but also, was having active hope in, "I can see you 
well." And I think, don't families and children deserve the same from us? Shouldn't we be visualizing 
them well before we start the work with them, and then sharing that vision with them? Because 
sometimes, what you need from somebody else is for them to share a vision of hope with you, and then 
you can see it too. Then, you have a place to work towards together. Again, so lacking self-awareness 
can lead to professional dangerousness, and once we see it, we can change it.

Jessica Hoeper:

So, everyone working in this field has been professionally dangerous at some point, some time. It 
doesn't mean it's displayed all of the time and with every family, but you can, once you start reflecting 
on it, find themes in it, and then get to know yourself better, and sometimes, these can be case type, 
you know, reasons families come into the system. Maybe there's a certain way they come in that's really 
hard for you, and it activates something that you are unaware of. Become aware of those. Or it could be 
like client characteristics, like I just said. A hard-to-engage at one point was something I really strived off 
of figuring out, but then I also equally saw that if they didn't meet me at a certain point, then I didn't 
give them any more space to keep persevering, which was not okay, so I had to learn from that. There 
was characteristics of the hard-to-engage, and they had to become part of my why, that that's why I do 
this work. I am in this because I want people to feel cared for, no matter what they give me back. Then 
system requirements. That can also be a theme that comes out, and that causes people to be 
professionally dangerous.

Jessica Hoeper:

Okay, so, but why? Right? Why else are people professionally dangerous? It's a defense mechanism. It 
can be built up by the system which is around them, and we're going to talk a little bit more about that 
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down. It can be burnout, it can be compassion fatigue, and it can be fear, so if... Fear looks different for 
everybody, but it is one of the strongest feelings, humans attempt to avoid by defense all of the time. 
Hence the reason why self-reflection on what you're afraid of would be so important, so you can 
challenges biases of your fear and not prescribe it onto families.

Jessica Hoeper:

Okay, fourth reflection. Like I said, we've all been professionally dangerous, so depending on your role, 
what professionally dangerous behaviors have you recognized in yourself, and simply based on the little 
bit that we've gone through or if you have previous knowledge. Then also for families, what 
professionally dangerous behaviors have you experienced? Just consider those.

Jessica Hoeper:

Again, you guys, when I first learned about this, I was literally knocked out, because I would have never 
intentionally caused more harm to children and families, but I had participated in professionally 
dangerous behaviors, so these reflections, in bigger trainings specifically on professional dangerous go 
much, much, much further, so that we can unpack some deep-rooted biases that impact how we work 
with families, but this is just to help you see and start to see yourself in your work, and how it 
sometimes can demonstrate in a counterproductive way. Because again, once you are aware, you can 
change it.

Jessica Hoeper:

Okay, so here's where we got to parse this out a little bit, because to build reflective systems, you need 
to evaluate what's professional dangerousness and what's organizational dangerousness, and put it 
where it belongs. And there is crossover, so we'll talk through a little bit of that. There's crossover 
between the two, and that, to me, is considered a both/and, so it's equally the mutually... The 
ownership is mutual to overcome. And then there's the others, which is a this/or. When you place it in 
the right spot, ownership can alleviate the need to hold onto the other, right? Because how many 
workers take on, "My case load's too high. I don't get paid enough." That's not theirs to hold onto. That's 
the organization's to hold onto, but the professionally dangerous behaviors that they have are theirs to 
hold onto, so let's just talk through the two circles.

Jessica Hoeper:

Professional dangerousness, that would equal a this/or, so just the professionals to own, is things like 
not calling the client when you... or calling the client when you know it's going to go to voicemail. That's 
a way to be professionally dangerous, and that is yours to own and to change. Okay, organization's to 
own and change are the heavy things like lack of a supportive board, high case loads, low wages. That's 
the organization's to own. Those are the organizational dangerousness to own. Having only compliance-
based systems and not relationship-based systems. That's the organization's to own. Then we have this 
little middle space, right? The both/and. What I see here, a lot of the time, is fractured collaborative 
relationships. Fracture may be caused by the system, but it's perpetuated by those working in the 
system.

Jessica Hoeper:

I don't know how many times I've heard people talking terribly about the agencies that they work for, to 
a collaborative partner. Often they have reasons, sure, like there's something that they're mad about, 
but because they're still in the system, and they're still participating and not moving it forward, and 
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talking it down, then this is where their professional dangerousness is mixing in with the organizational 
dangerousness. Fractured relationships with collaborative partners usually happen due to a rupture of 
trust.

Jessica Hoeper:

Well, the professional's role and the organization's role are certainly not helping repair that trust, and a 
professional can help repair simply by not talking bad about the agency that they work for, unless it's 
with people within the system. You know, there should be safe spaces to talk about system problems, 
but it shouldn't be to degrade the system at the system's expense, if that makes sense. And again, 
usually this middle is where people get stuck around those hows that we've talked to before, and they 
don't remember that there's a shared desired outcome. So again, parse out where the ownership goes, 
because then the burden on each can be what it's supposed to be, versus the system is owning all of 
this, the professional's owning all of this. Parse out what they are, and then work on the things that they 
share in common as well.

Jessica Hoeper:

Okay, just to full circle back, just so we're on the same page through all of this content that I went 
through very quickly, self-reflection builds self-awareness. Self-awareness increases emotional 
intelligence. Self-awareness mitigates professional dangerousness. Self-awareness leads to reflective 
practice. Reflective practice leads to reflective systems. So through parallel process, reflective systems 
lead to needed supports and responses that promote robust parenting for kids, and that's why we're 
doing this, right? We want kids to be... Well, children and families. We want children and families to be 
well.

Jessica Hoeper:

Okay, here's your last reflective opportunity, five of five. Just re-look at your why. Does it feel any 
stronger or re-rooted? Just consider that. Just spend a few seconds looking at is it the same, is it 
different, does it feel more anchored, does reactivating it make you feel stronger about it? Just so you 
know, generally even brief self-reflection and anchoring to our why just reinvigorates our desire behind 
why we do this, and why we care about children and family so much. So, what it also does, the re-
grounding, is it usually helps people separate their fatigue of the system versus that it's system-based 
and not people-based, so their fatigue is system-based, not people-based.

Jessica Hoeper:

If me, as a practitioner, if I can do anything helpful, it's to remind you why you do this work, so that you 
feel deeply connected to continuing this journey and building deep, meaningful relationships with 
people, because the system revolutionizing that comes next is going to be best led by those that are 
very clear on their why and feel deeply connected when they continue this journey of revolutionizing 
this system, and that they understand that their power to help and heal families is through their 
relationships. That's the power that we have, is through building connection and relationship.

Jessica Hoeper:

Okay, I know this was number five, and they're very brief self-reflections, but my hope is that you feel a 
bit more comfortable with the concept of self-reflection, and you will take it further yourself, to start 
really getting to see yourself better in your work, and understanding yourself, because you've spent a 
small amount of time with yourself.
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Jessica Hoeper:

Okay, so I have just a few things that I want to make sure that you heard me say today, so that we have 
a basis when we meet again, to talk through some of this. The first takeaway that I want to make sure 
people heard and grasped is that self-reflection is the best tool for building self-awareness, and self-
awareness mitigates professional dangerousness. Self-awareness, again, is the first building block of 
emotional intelligence. Then, I want you to take away that relationships matter and they are the 
foundational space where humans heal and thrive.

Jessica Hoeper:

Again, reflective practice is built into systems by support and through relationships, so systems own this 
in helping workers have the space to be reflective, as well as build their practice systems to be reflective. 
Investment by systems in reflective practice leads to reflective systems, so the goal, right, is to be 
reflective and relationship based, but you have to invest in the front of that, to build the practice, to 
then equal a system that's reflective. Then remember, words matter, and please hear me say you can 
say hard things kindly and honestly, and transparency helps build trust.

Jessica Hoeper:

Being deeply connected to your why keeps your hope active, and that's so meaningful for families. 
When we have active hope for them, it doesn't make the work easier, but it certainly relationally makes 
you better partners along the path, so when somebody has active hope for me, I am more connected to 
them, I'm more vulnerable, I let them participate in things with me more, so please be connected to why 
you do this work, because it helps keep your hope active for the families, and then equally, please 
visualize for them, visualize people well.

Jessica Hoeper:

Then, parallel process is always active, and when it's done mindfully, builds strong interconnections. 
When we realize... Say you're a director, you realize that the way in which you relationally engage with 
your supervisors is going to then impact the way that they engage with their staff, and then their staff, it 
will impact how they engage with their families. The power is in the relationship, and then no matter 
where you're at in the system, if you can engage with a strong relationship base, it's going to filter down. 
And that's important, so you have direct impact, no matter where you're at in the system.

Jessica Hoeper:

Then, like we just talked about lastly, systems need to participate in putting ownership where the 
solutions are feasible. This goes back to our professional dangerousness versus organizational 
dangerousness conversation. Systems and professionals need to parse out who owns what, and then 
who owns it has to fix it, or at least work towards the solutions for those. Those are the things I really 
wanted to make sure you heard today, and then we'll meet again in a little bit, but I think we learn best 
from listening to each other, and every time that I participate in a training or a professional 
development opportunity, I always hear other people's takeaways, and that helps me take away more 
than what I even had filtered through, so I hope we'll talk about this over there. I'd love to hear what 
people's main takeaways was, and were, what your main takeaways were, and then we can learn from 
each other.

Jessica Hoeper:
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So, this is one of the quotes that I use for work. "When in doubt, reflect. When angry, reflect. When 
confused, reflect. When you're joyful, reflect. And when you reflect, say hello to yourself." I will see you 
at the Q&A coming up shortly. Thank you for joining me. It was a pleasure to actually get to talk about 
and synthesize all these topics that I really, deeply, deeply care about, and I appreciate you participating 
in a system to help make children and family well. See you soon.

Speaker 2:

Thank you, Jess. That was really amazing, and I can see in the chat that it resonated with a lot of people. 
We actually, for the audience, how we got in touch with Jess was that our QPI champions in Minnesota 
reached out and said, "Oh my gosh. You have to ask Jess Hoeper to present." So we're glad that we did 
that. We have some great questions in the Q&A, so let's start with the one that has the most upvotes. So 
much emphasis is placed on having good boundaries in social work that it can deter people from talking 
about our why, or being vulnerable with each other. Can you talk a little bit about balancing boundaries 
with connection and reflection?

Jessica Hoeper:

Yeah. Right away, when I'm thinking about this question, I think like we go to school for social work, and 
we are people... We need to trust that people know how to use their boundaries and have good 
boundaries, and those that don't need supervision support through that, but certainly, I think we need 
to trust that we know what good boundaries look like, and we need systems that give people freedom 
to use those good boundaries, and not try to set up policies around what boundaries are. I think that's 
how we got to where we are currently, where like I talked about earlier, where love is the least used 
word, because we're so worried about, "What does it mean if I tell somebody I love them?" Well, I love 
them, so we should be able to use that. I'm not having an intimate relationship, as far as what we view 
intimate relationship when we think boundary issues. I'm having an intimate relationship getting to 
know this person, and I care about them deeply, because I spend time and have invested in their 
wellbeing. Does that make sense? Does that...

Speaker 2:

It does, thank you.

Jessica Hoeper:

Yes.

Speaker 2:

Thank you. There's a few questions about professional dangerousness, which was such a fascinating 
concept for you to introduce us to. We have a lot of professional dangerousness behavior due to the 
fact that we're dramatically short staffed. Any suggestions on how to develop better self-awareness 
when staff are burnt out from short staffing?

Jessica Hoeper:

Yeah. I think one of the things will be to place the ownership of short staffing where it goes, right? Like, 
that is not a worker's to own, but they do have to deeply look at how in which they participate in being 
professionally dangerous within those constraints of the system. That constraint needs to be changed. 
Our systems will not be well until organizations make well workers, but workers participate in dangerous 
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ways when there are time constraints, but you have to own them. You have to see them, and you have 
to do something with them. I'm not saying we're going to be given any more time, right? Like, time's our 
most valuable asset that any of us have. We're not going to get more of it, but we certainly could look at 
how we're using it, and nurture what maybe isn't fitting, what maybe is adding to, how much time am I 
spending worried about the system stuff that I can't change when I could look at the stuff in which I can 
change?

Speaker 2:

Thank you, and a related question along those lines, of the quantity of the work, is how can we 
encourage systemic changes that focus more on the quality of the work than on the quantity of work?

Jessica Hoeper:

I think for me, this goes to rerouting in why you do this. If you can ask us... If a system can ask, "Why are 
we doing this work?" Well, it's going to be for children and families, and for people to be well. Well, if 
that is the case, if we're doing it for them to be well, then how well do you do relationship with too 
many people at one time? You don't, right? Like, the best relationships are in small proportion. Hence 
family systems, like that people are most well in families. Well, it's their strongest, deepest 
compartment of relationship, so I think it's you have to get people to see and be invested in what does 
relationship really mean, and what does quality relationship look like? It doesn't look like large quantity. 
It looks like quality.

Speaker 2:

Yes. Thank you.

Jessica Hoeper:

Mm-hmm (affirmative).

Speaker 2:

Here's a really good question. How do we support agencies and staff to stay focused on putting the 
needs of the child or youth first in their practice, when it's so easy to move to putting adult needs first, 
whether it's the adult needs of the staff, or the birth parent, or the foster parent, or kinship caregiver?

Jessica Hoeper:

This is a really good question, because this comes up all the time, right? It is easier to engage an adult, 
because you are developmentally usually closer to their age, right? Like, relationally, it's easier to 
engage. But, what my head thinks is, then ask. Are you in this work because of children? And generally, 
right? We care about children. So, if your why for this work includes children, then include children. I 
mean, it has to be about children. We don't have this role for any other reason but because there's a 
child at the center, so if they're not the focus, you know, and then it's the family, but the child is at the 
center, then the family system to support them. If your why for doing this work includes kids, then 
include kids. I mean, I know that feels kind of simply based, but I think that's sometimes helps even 
more, like have a simple thought, so that you can help people consider that very often. If your work 
includes kids, include the kids.

Speaker 2:
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Thank you. And very connected to that, about using reflection to not be too focused on adult needs over 
the needs of kids, how often do you suggest that someone self-reflect? What does that look like, 
building it in mentally?

Jessica Hoeper:

You have to get comfortable with it, but it is uncomfortable to get comfortable in it, so it's sort of like a 
both/and, right? You have to start doing it even though it's hard to do, and you need supportive systems 
to help you do it. So I say supervision in much of this, because that's like one of the safe spaces built into 
the system already, should be one of the safe spaces built into the system already, for somebody to 
practice this. So self-reflection should be across the continuum of your whole life, right? Like as a parent, 
as a spouse, as a friend. We should be self-reflecting on who we are and why we act the way we act. But 
professionally, you should have the space built into your workplace, so I would say all good supervision 
should incorporate this, as whatever interval of supervision you have, but then you should go spend the 
time on your own. I mean, I want to say daily very badly. Like, there should be a moment in your day 
where you check in with yourself. You know, for me, I tell people to pay attention to what are you 
brushing your teeth with? Because that's what you need to spend time self-reflecting on. You know 
those meaningless moments of thought, you're taking a shower, whatever's on... That building some 
sort of daily stop, so that you can... "What's on the top of my brain? And how come, and why?" And 
start to really get to know your thinking, and your behavior that way. I mean, that's just an easy way to 
incorporate it daily.

Speaker 2:

Great. Thank you. To stay in that vein, we had a question just come in. How do you suggest dealing with 
self-doubt as something that's holding workers back?

Jessica Hoeper:

I would want... When I think of self-doubt, it's because somebody feels as if they don't have the tools to 
be self-confident. So I would want to understand that more, and I'd want to give them space for that. 
Like, what makes you doubt this? Because oftentimes, I think about supervising. You'd have people that 
check in with you all the time, because they lacked confidence in their decision-making, so their solution 
was to check in all the time, and then for me, it was the clue to figure out, "How do I build mastery in 
the skills in which they are doubting?" It's really to get underneath what does the self-doubt really mean 
and how come? What is it from?

Speaker 2:

Great. Thank you.

Jessica Hoeper:

Mm-hmm (affirmative).

Speaker 2:

We have a couple that are pretty connected, so I'm going to read them to you together. We have what 
are ways that systems can build in opportunities for reflective practice into practice, like in 
management, in evaluation, in accountability, so that this isn't an individual practice but rather a way 
that child welfare operates? And the connection question would be as a supervisor, so this is a 
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supervisor asking the question, what suggestions do you have to shift the unit into embracing self-
reflection, and how can this supervisor contribute to changing the culture?

Jessica Hoeper:

Yeah. So kind of like for both of these, you have to get leaders that are really comfortable with 
reflection, because you do have to sort of model it in your behavior. You have to, when in conversation 
with somebody as a supervisor, you have to be able to self-reflect yourself in the moment, and so then 
that parallel process is built that they get really comfortable self-reflecting. They're going to then go 
personally be able to reflect with a family, and then the family's going to be able to do it with the kids, 
and it all builds off of that.

Jessica Hoeper:

I think it goes back to what the question before we were talking about. To get people comfortable with 
this, you have to understand why they're not comfortable with this. So like what are the barriers to 
feeling comfortable? Is it simply they just don't know what it is? I mean, they've never had any 
experience? Okay, then to mitigate that, it's to give them experience, right? Like, to get to know what 
this is. If it's they don't feel safe being vulnerable in the space they're in, well, mitigating that looks 
different than they just don't have the tools, right? So then you parse out, is this... You know, like what's 
the issue to the resisting of self-reflection? Because oftentimes, it's just simply not knowing what it is. 
Like, for me personally, it was just simply not really understanding what does that look like, and how do 
I do it, and how do you do it in partnership with somebody? It's just the unknown until you have 
practiced it and participate in it.

Speaker 2:

We're getting very meta with systems needing to reflect on reflection in order to build it into the 
system. I like that.

Jessica Hoeper:

Yes.

Speaker 2:

We have a couple more here. Back to the topic of professional dangerousness, what if you encounter a 
worker who, on multiple cases, their behavior is reflecting professional dangerousness, so it's kind of 
something throughout their work? How do QPI values or practices help us to navigate that professional 
dangerousness, and addressing that in workers?

Jessica Hoeper:

Yep. I think what I want to say right away is when you have somebody... So if you have a worker that is 
professionally dangerous, it's like participating in a group that has a disruptive group member, right? At 
first, or even like I think of myself. I would often look at them and think, "Why are you doing this? What 
is this about?" But then, we really have to hang our own mirrors to figure out what role we're playing in 
this, and if we have one. Maybe we don't, but you have to see that first before you can then ever help 
anybody else see their own.

Jessica Hoeper:
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And you have to have safe places. Like, for me, the training was a really safe place to learn about 
professional dangerousness, because I only had to internally take ownership of those until after that, 
right? So I got the information. I could be independently self-reflective, and figure out, "Holy crap, that's 
me." Then I had space to go with that afterwards, which was supervision, to unpack kind of like, "Why 
am I doing that, and what is that about, and I don't want to do that, so what can I do differently?" You 
know, like to see it differently. So the related take on understanding of what it is, so again, back to even 
basic self-reflection. You have to understand what is professional dangerousness? How is it displayed in 
practice? You have to self-identify and you have to mitigate it. It's easy to see it in others, hence the 
reason our eyes look out. It's easy for me to see it in other people, but it is a lot harder for us to hang 
the mirror, so if we hang our own, we encourage other people to do the same, if that...

Speaker 2:

It does. Yeah, thank you. Then, I'm not sure if your trainings... If you've been working with staff who are 
doing in-home services or preservation services in addition to services for families where the children 
have already entered care, but there's a question about making changes in the system to support birth 
families before children are separated from their families, and how to support birth families while 
they're working that case plan. Do you have any thoughts on that, coming from the reflective 
perspective?

Jessica Hoeper:

Yeah. You know, I was talking about reflective systems have collaborative safety, right? That's the end of 
owning something that didn't go well. But the front end of that is reflective system response is building 
reflection as a practice, as a foundation, at the front end. This is like how people grow up in the system. 
No matter which part of the system that you work in, no matter how you touch a family's life, right? 
Being reflective should be a way that we practice before families even enter... You know, all of our 
prevention services should also have that. All of our preservation services. All of our case management 
services. Any service should have reflection or relationship-based practices at the core of the work, 
because that's how you're going to impact it before they get into this deep needed case plan, right? Like, 
you're going to already have these deep relationships built beforehand.

Jessica Hoeper:

And then hopefully, again, it's parallel process. They'll never have to get to this other side, because 
we've preventatively built these relationships, helped them build a system around themselves, and they 
don't need our system to do the rest of that deep-end work.

Speaker 2:

Yeah. Thank you.

Jessica Hoeper:

Mm-hmm (affirmative).

Speaker 2:

The last thing in the Q&A was how can this be given to management and executive parts of 
departments? I think the short answer to that would be to reach out to you, but I love that folks' minds 
are going in that direction, because that is the point, is that usually, this type of reflective practice is 
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directed at workers themselves and not necessarily these are concepts that should be directed also at 
management and executives, so I think that for the audience to be raising that with their own 
management is a perfect first step there.

Jessica Hoeper:

Can I just say one thing about that?

Speaker 2:

Yeah.

Jessica Hoeper:

I talked to a director today, in a system, and we were talking about exactly this, because her board was 
getting a little prickly about my business name. "Oh, they might not approve it because of your business 
name," and I said, "Use it as a way to talk about what this is, you know? Like, use it as a way to explain 
why workers need support, and why they need relationship base, and why families are better if we have 
relationship." I had a quote on my T the other day that said, "A thorn of experience is worth more than a 
wilderness of warning." So I told her that. I said, "They just have to experience it," right? Like, they have 
to understand what this is, and then you know it's helpful.

Jessica Hoeper:

All of us know this, working in this field. It is counterintuitive to not build relationships. You have to build 
them to foundationally ever make any help support, ever make any enhanced wellness, or have them let 
you participate in that, first of all. I mean, the lack of relationship keeps you from ever connecting with a 
family in the first place.

Speaker 2:

Mm-hmm (affirmative). Yeah.

Jessica Hoeper:

Mm-hmm (affirmative).

Speaker 2:

And the very last question before we go on break, and we will have a session, a meet the presenter 
session, that folks can go to after if you want to continue this conversation with Jess. The last question is 
can you talk about self-reflection in the lens of racial equity? Racial equity of families, and staff, and 
management?

Jessica Hoeper:

Mm-hmm (affirmative). I'm not an expert here, and here's where I really want to own that we need 
experts here. I think we need to have the lens of self-reflection that makes us look at how do we 
respond, right? Like, how personally? What is our response to inequity? What do we even feel about 
inequity? What pieces of inequity, especially racial? You know, hello, white woman. What about that 
actually impacts my life, and should impact my life? My wellbeing should be wrapped up in every person 
that I work with. It shouldn't be... But I need to own that sometimes, I can shut something off because it 
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doesn't impact me the same. But you have to own that. We have to see that to ever challenge it, so you 
have to know what you don't know so you can change it.

Jessica Hoeper:

And we have to just have really honest conversations and leave space for people to have feelings that 
we're not trying to shut them down from having, right? Because it's uncomfortable. And it feels a little 
like, "Well, I'm not sure if I want to be prickled." Well, you need to be. Let people prickle you and let's 
move through this, because we know that the system is not equal. There is inequities, so then we need 
to do something about it. I mean, we're perpetuating the problem by simply not talking about it.

Speaker 2:

Yeah. Thank you.

Jessica Hoeper:

Mm-hmm (affirmative).

Speaker 2:

And owning what you don't know. That's a really nice note to end on, so thank you so much for your 
time and your wisdom. I really appreciate it. I know that the audience does-

Jessica Hoeper:

[crosstalk 01:04:54]

Speaker 2:

... and I hope that everyone can join Jess over in the meet the presenter immediately after this. Thank 
you so much.

Jessica Hoeper:

Bye, guys.
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