B-PEP/CEIR

PLAYB0O

OTRATEGIES FOR
CREATING
(JPPORTUNITIES THROUGH
RETENTION &

£ NGAGEMENT (SCORE)
PLAYBOOK

LOCAL EDITION
MARCH 2025




PREFACE A Message From Art Rooney Il

£

“T

he Pittsburgh Steelers are excited to stand alongside the Black
Political Empowerment Project’s Corporate Equity & Inclusion Roundtable
as they spearhead the announcement of the adoption and implementation
the CEIR PLAYBOOK by all three major sports teams in Pittsburgh. In Pitts-
burgh, CEIR has expanded the National Football League’s “Rooney Rule” rule
for African Americans to be considered for all positions of employment from
entry level jobs to the “C Suite®, as well being considered for all contractual
opportunities throughout the Pittsburgh Region.

The CEIR “PLAYBOOK" gives the Pittsburgh Steelers, and all entities in the
Pittsburgh Region a ‘step by step game plan for action’ to accomplish
meaningful diversity, equity, and inclusion throughout their organizations.
As President of the Pittsburgh Steelers, | am proud to support this initiative
and share it with other owners throughout the league.”

Art Rooney I
President of the Pittsburgh Steelers
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THE RATIONALE FOR ACTION

On June 10, 2010, the Pittsburgh Post
Gazette reported that the Pittsburgh region
was ranked ‘dead last’ on indicators of
racial and economic parity in comparison to
39 other regions in the country with regard
to the Black working poor and African
American children. According to the
Pittsburgh Regional Workforce Diversity
Indicators report of 2015, African Americans
in the Pittsburgh region earn lower salaries

than whites in every sector of work.!

The lack of opportunity and participation of
African Americans and other minorities in our
region’s workforce is also quite evident at the
professional level. According to a 2020 report?
by the National Association for Law Placement,
minorities accounted for 10.23% of law firm
partners and 26.48% of law firm associates
nationwide. By comparison, in Pittsburgh,
minorities accounted for only 2.88% of the 313
partners and 10.81% of law firm associates
based on information submitted by eight local
firms. Pittsburgh had the lowest percentage of
minority partners of the 36 cities represented in
the study.

Furthermore, the US is experiencing the largest
racial wealth gap in the last quarter century.
According to the 2019 Survey of Consumer
Finances by the Federal Reserve Board, White
families have 8 times the wealth of African
American families and 5 times the

wealth of Hispanic families.3

Locally, the poverty rate for the Black population
is more than twice that of the White population
in the City of Pittsburgh.* According to a 2019
report by the City of Pittsburgh’s Gender Equity
Commission, only 47% of Black men in the

City are employed, and 85% of comparable
cities have a higher Black employment rate
than Pittsburgh.®

These statistics are not acceptable and point to
the urgent need to implement effective policies
that will make a meaningful impact on
opportunities, retention, and engagement. Doing
so will also create a common brand to market
the Pittsburgh region as an inclusive place to
work and live.

1.  Pittsburgh Today, Behind the times: The limited role of minorities in the Greater Pittsburgh workforce (March 2015), 12.
2. National Association for Law Placement, Inc., 2020 report on diversity in U.S. law firms (February 2021).
3. Neil Bhutta et al., "Disparities in wealth by race and ethnicity in the 2019 Survey of Consumer Finances," FEDS Notes (Washington:

Board of Governors of the Federal Reserve System, September 28, 2020).

4.  Center on Race and Social Problems, University of Pittsburgh School of Social Work, Pittsburgh's Racial Demographics 2015:

Differences and Disparities (2015), 32.

5. Junia Howell et al., “Pittsburgh's Inequality across Gender and Race,” Gender Analysis White Papers (Pittsburgh, PA: City of

Pittsburgh's Gender Equity Commission, 2019), 35-37.



THE BUSINESS CASE FOR

OPPORTUNITY, PARTICIPATION &

Now, more than ever, organizations are

spearheading opportunity, participation,

and retention initiatives. But what do
they really get out of them? What is the
“business case” for diversity and how
does it drive better business outcomes?

WORKFORCE AND SUPPLIER STATISTICS:

e Every $1 spent with a certified Minority Business

Enterprise in Pittsburgh yields a 1.5x impact in
the community. ®

e 76% of surveyed employees and job seekers
indicated that a diverse workforce is an
important factor when evaluating companies
and job offers.”’

o  63% believed their company should be doing

more to increase diversity among its workforce.

e By the year 2025, 75% of the global workforce
will be made up of millennials — 74% of them
believe inclusion leads to more innovation.®

RETENTION

THE BUSINESS CASE:
Since 2000, Black buying power has grown by 114
percent to S2 trillion. ©

Inclusive companies have 2.3 times higher cash flow
per employee.

Companies with gender-diverse executive teams are
27% more likely to have better financial outcomes
than their peers. 2

Businesses with more diverse management teams
have 19% high revenues due to innovation. 3

Generating higher profits is 43% more likely among
organizations with the most ethnically diverse
boards.

6. Eastern Minority Supplier Development Council, “Economic Impact Report 2019” .
7. Glassdoor Inc., “Diversity and Inclusion Workplace Survey,” (September 2020), 2. (2020),

8. Glassdoor, “Diversity and Inclusion,” 2.

9. Christie Smith and Stephanie Turner, The radical transformation of diversity and inclusion: The millennial influence (Deloitte

University Leadership Center for Inclusion, Deloitte LLP, 2015).

10. Jeffrey M. Humphreys, The multicultural economy 2019 (Selig Center for Economic Growth, Terry College of Business,

University of Georgia, 2019), cited in Matt Weeks, “Minority markets see economic growth,” UGA Today, March 21, 2019.

11. Josh Bersin, “Why Diversity and Inclusion Has Become a Business Priority,” Josh Bersin (blog), March 16, 2019.

12. Vivian Hunt et al., Delivering Through Diversity (McKinsey & Company, January 2018), 11.

13. Rocio Lorenzo et al., “How diverse leadership teams boost innovation” (Boston Consulting Group, November, 2018), 2.

14. Hunt, Delivering, 14.
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Who We Are

Purpose

To achieve higher levels of opportunities, retention, and engagement of African Americans in employment,
in business ownership, and in business development in the Pittsburgh and Southwestern Pennsylvania
Region.

To bring about measurable lasting change and breakthroughs for African American participation in the
work force.

To develop and implement strategies to overcome the lack of opportunity and meaningful participation
within the corporate sector in Pittsburgh and Southwestern Pennsylvania, by facilitating collaboration with
key partners from educational institutions, community organizations, workforce development agencies and

professional organizations are collectively working toward a common goal of branding the region with a
strong and meaningful commitment to full and successful participation.



What We Believe

The Commitment Must Come from the Top

The owner and/or board of directors should clearly make the implementation of meaningful and
measurable opportunities, retention, and engagement a top priority — as a key initiative. The goal must be
embedded throughout the system. The commitment comes from the highest level of leadership.

A Healthy Economy Depends on Opportunity for All

The competitive strength of a region’s businesses and organizations and the quality of life available to our
citizens and families depend on the full and fair participation of all segments of the community in the
region’s economic growth. Stagnant socio-economic opportunities, an aging workforce, and high levels of
poverty have a detrimental impact on the desirability of a region and can lead to the loss of talented,
younger workers who are so important to future economic prosperity.

Businesses Must Rectify Disparities

Local businesses, being the main driving force of economic growth in the region, have a powerful and
pivotal role to play and must lead the way. Rectifying economic disparities in workforce representation and
business ownership will require focused and deliberate actions to change corporate cultures around
human resources, hiring and promotion policies, and contracting with African American suppliers.

Employers Must Expand Meaningful Opportunity

While many employers in the region are engaged in programs to expand opportunity in their workforce,
much still remains to be done. Increasing promotional opportunities and improving retention rates among
African Americans will ensure that our businesses and communities benefit from this wealth of talent and
potential.

Organizations Must Partner with Educational Institutions

Education is the cornerstone of opportunity for all of our citizens. Organizations have a powerful and
pivotal role to play in strengthening our educational system to ensure all children become part of a world-
class workforce, possessing the knowledge, education, and technological skills necessary to thrive in a
global economy.



Tim Stevens, Chairman & CEO of the Black Political Empowerment Project (B-PEP) and Facilitator of CEIR. The
CEIR initiative grew out of B-PEP’s Greater Pittsburgh Coalition Against Violence work, based on the recognition

that the absence of economic opportunities for African Americans contributes to involvement in community
violence and crime. CEIR believes that the full and ongoing implementation of the strategies in this document
throughout the Southwestern Pennsylvania Region will impact the wealth, health, and living conditions for African
Americans, and in turn, will also increase the economic health of our city, county, and region.

CEIR’s Objectives

Human Resource Strategies for Opportunity and Retention

* Develop strategies that ensure the full identification and participation of African
Americans in the recruiting, hiring, developing, promoting, mentoring, sponsorship, and
retention opportunities in entry-level up to corporate executive positions, including the C-
Suite.

* Create an effective campaign that raises awareness about the value of and the business
case for having a workforce that includes African Americans at all levels, one which the
Allegheny Conference on Community Development would embrace and that has

measurable goals and recognition for its member companies.
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Institutional Policy Change

Successfully advocate for the widespread adoption and implementation of policy changes among its partner
corporate, university, college, and non-profit organizations. These include:

* CEIR’s Comprehensive Rooney Rule Principles - With Results, which advocates that
African Americans be intentionally represented in the interviewing process for all positions
from entry level through the C-Suite, and for all contracting/procurement opportunities.
(This is an expanded version of the original Rooney Rule of the NFL, which only called for
interviewing African Americans for head coaching and later top executive positions). The
rule embraces an intentional commitment to achieve new, meaningful, and measurable
levels of African American participation throughout the entire organization. The efforts of
this rule should also, in the end, impact all communities of color.

* The Rooney Resolve, which calls for each organization to measure the significant
opportunities and participation of African American throughout its workforce. A wide
range of opportunity in its management team (manager and above), the participation of
African Americans in its executive team (Director/VP and above), and to proactively
examine how these statistics can be substantially improved.

* A “Ban the Box” policy, which proposes that the question of prior arrests and/or
convictions does not appear on job applications. Hiring and recruitment software and job
applications must also be updated so that prior convictions are not an automatic
disqualifier to hiring, and human resource policies must be updated so that prior
convictions are evaluated to determine their relevance to the position being sought. These
policies allow people with criminal histories to be considered for employment and have
their skills assessed without prejudgment.

* Additional policy changes, which should be pursued through the creation of an action plan
for change based on the strategies outlined in this document, with a timeline for
implementation.

Commitment to Accountability

Promote and pursue mechanisms to support meaningful commitments to opportunity, retention, and
promotion among partner organizations. CEIR’s partners should:

* Expand the commitment to ensure that African Americans are included in development,
mentorship, promotion, and retention efforts throughout the Pittsburgh Region, as well as
recruit new ones.



* Identify and implement corporate best practices for achieving the highest levels of
participation in both employment and in contractual opportunities, which would, at a
minimum, parallel the representation populations within the Greater Pittsburgh Region.
Best practices should include mentoring, orientation, training, communication skills,
performance evaluations, etc.

* Commit to creating a pool of resources to invest, long term, into a talented representative
employee pool.

* Include the principles of a reflective workplace that includes African Americans in the
performance evaluations of high-level managers, both for those who hire, and for those
who are responsible for the awarding of contracts. These persons would be recognized for
their accomplishments.

* Implement the above goals strategically throughout the entire organization.

* Identify an individual or organization to monitor and evaluate the status of
implementation of the successful accomplishment of this mission, as well as best practices
among CEIR partners. This individual or organization will provide expertise in building
meaningful opportunities for African Americans and identifying ways of ensuring that
commitment throughout the Greater Pittsburgh Region.

Creating an Effective Government Partnership

Initiate a commitment from public officials that anyone doing business with the city or county will be evaluated
partially based on the percentage of African American employees and leaders, as well as the company’s
commitment to African American supplier Participation.

This commitment would send a clear message that opportunity must be embedded within the business strategy
of area companies. Government partners should also create incentives for companies to achieve a significant
participation of African Americans within their workforce, including efforts for public recognition and

accountability.

12



Government Support for Ban the

Box and Fair Chance Hiring

As of December 2012, seven states and forty-
three cities had adopted Ban the Box legislation.
The City of Pittsburgh adopted Ban the Box in
2012, and Allegheny County adopted Ban the
Box in November 2014.

On September 28, 2015, Then Allegheny County
Executive Rich Fitzgerald and then Pittsburgh
Mayor Bill Peduto signed a joint letter urging
area employers to adopt similar policies within

their organizations.

In April 2016, the White House announced The
Fair Chance Business Pledge, which represented
a “call to action for all members of the private
sector to improve their communities by
eliminating barriers for those with a criminal
record and creating a pathway for a second

chance.”

On May 5, 2017, then Governor Tom Wolf
adopted a Fair Chance Hiring Policy, supporting
Ban the Box for all future non-civil service jobs

under the Governor’s jurisdiction.

Local Government Workforce

Policies

As of May 2012, then Allegheny County
Executive Rich Fitzgerald had begun to utilize the
Rooney Rule for the hiring of top executives for

County government.

On April 19, 2017, then Mayor Bill Peduto signed
an Executive Order officially adopting the
Rooney Rule for the City of Pittsburgh, to affect

the hiring of senior management personnel.

On May 29, 2018 then Pittsburgh Mayor Bill
Peduto signed Executive Orders designed to
increase  minority  participation on city
construction projects aimed at increasing the
number of minorities in trade union training

programs.

13



ACTION PLANNING:
STRATEGIES AND PRACTICES

In order to thrive and prosper in the global economy, the Southwestern Pennsylvania Region must
work collectively to achieve significantly higher levels of participation of African Americans in the
workforce, in business ownership, and in business development.

Companies, corporations, non-profits, universities, and colleges must create a plan for action,
selecting and implementing goals that will promote an internal culture of opportunity, and
participation, producing measurable results. The following list of strategies and practices may be

used as a guide.

Opportunity, Participation, and Retention Strategies

Supplier Development Action Steps

1. Increase and expand market opportunities for suppliers owned by African
Americans through the following strategies.

a. Utilize the “Comprehensive Rooney Rule Principle — With Results” to consider companies
owned by African Americans when awarding all construction and procurement contracts.

b. Broadcast business opportunities to the widest possible market of product and service
providers to ensure businesses owned by African Americans are fully aware of all
opportunities that capitalize on their products, programs, and services. This should include
actively seeking new and creative approaches.

c. Commit to a specific spend goal for African American suppliers based on the company’s
total annual spend commitment.

d. Provide pre-bid open house events, with specific emphasis on African Americans, for
prospective contracts at least every six months.

14



a. Explore how an organization can be more aggressive in marketing contracts and vendor
opportunities to African Americans, including creating ‘matchmaking’ partnerships

between majority and smaller African American contractors and suppliers.

b. Provide extensive and recurring opportunities to African Americans for non-bid contracts.
This is a seldom used, but easily implemented tool to increase opportunities in allotting
multi-year contracts.

c. Establish measurable goals for procurement, along with a commitment to have annual or

semi-annual meetings with department heads to review progress.

d. Provide annual published reports on the utilization of vendors who are African
American. Such reports should include actual total dollar amounts given to African
American vendors as well as a percentage of total contracts that are awarded to African
American vendors. There should be a specific listing of companies receiving contracts,
however the specific contract amount is not required. (See sample corporate metrics
located at the end of this document.)

2. Create and expand initiatives that significantly improve access to capital for
businesses owned by African Americans?.

3. Increase corporate and business participation in minority chambers of commerce,
economic development programs, and business development councils.

Corporate Culture Action Steps

4. Significantly increase representative membership among corporate boards of
directors, particularly in terms of the presence of African Americans.

5. Ensure that corporate cultures exist where opportunity, engagement, and
retention are valued, promoted, and expected through actions, words, and deeds.
Commitment must come from the very top leadership.

15



Employment Practice Action Steps

10.

11.

12.

13.

Implement “The Comprehensive Rooney Rule Principle — With Results” with a
commitment to ensure that African Americans are intentionally represented in the
interview process. Increase employment opportunities for African Americans at
every level, including entry-level, professional, middle and senior management
positions, and boards of directors.

Broadcast employment opportunities to the widest possible market of qualified
candidates to encourage recruitment, hiring, and training of African Americans for
opportunities from entry level to the C-Suite.

Appoint at least one African American to every interview panel, when possible.

Identify and eliminate informal barriers to employment, promotion, and retention
of African Americans.

Evaluate internal staffing plans to ensure African Americans are aware of and are
able to fully participate in promotional opportunities.

Ensure developmental opportunities such as mentoring, networking, training, and
professional development, are provided for all employees to improve the ability of
African Americans to qualify for advancement opportunities.

Provide opportunities for sponsorship from entry level to the C-Suite.

Conduct retention interviews (check-in/stay surveys) with African Americans:

e Interviews should be done at the end of the first 90 days and six months after the
initial start date of employment to gauge the employee’s assessment of their work
environment, and what they feel they may need to be successful, and to remain
employed in their current organization. This should also occur during annual

reviews.

16



14.  Conduct exit interviews with African Americans:
e Determine the reason for leaving.
e If the reason was negative, ask what could have been done differently to make
the experience or environment more positive and inclusive.

e Use this information to improve recruitment, development, advancement,

engagement, and retention of a more locally reflective workforce.

Photo by Christina@wocintechchat.com on Unsplash.

15. Develop employment recruitment strategies that include:

e Building ongoing relationships with minority advisors at local colleges and
universities;

e Building ongoing relationships with Historically Black Colleges and Universities
(HCBUs) and Predominantly Black Institutions (PBIs); * and Minority Serving
Institutions (MSI’s)

e Building ongoing relationships with nationally recognized professional
organizations and social networks that further career opportunities for African
Americans, e.g., National Black MBA and Engineers Associations.

! For listings and contact information of HBUs and PBIs, companies may contact the National Association for
Equal Opportunity in Higher Education (NAFEO); www.nafeonation.org.

17



16.

17.

18.

19.

20.

21.

22.

Create internal and inter-organizational affinity groups or employee resource
groups that share effective innovations and remove barriers to opportunity,
engagement, and retention, which provide a supportive environment for all
employees.

Implement an effective, ongoing, required, comprehensive opportunity,
engagement, retention training program for all employees, with the support of
boards of directors, CEQ’s/CFQ’s, a program that encompasses cultural awareness
and addresses unconscious bias in the areas of gender identity, race, color,
ethnicity, language, nationality, sexual orientation, religion, socioeconomic status,
age, and physical and mental ability, all aimed to positively impact the policies,
systems, and practices in an organization. Create an executive level and middle
management internship or fellowship program to create new managers and
leaders.

Implement an “Opportunity Dashboard” to act as a mirror in every department or
division of every organization to help identify how staff members are helping their
employers to meet intended outcomes related to opportunity, engagement and
retention.

Aggressively implement and expand the number of internships or fellowships
aimed at increasing the participation of African Americans in the workforce,
providing them exposure to the work environment and potentially employment.

Seek and share ideas for creating and implementing acknowledgments and
incentives for staff, departments and divisions aimed at significantly increasing the
level of opportunity, engagement and retention, within the organization.

Establish cooperative processes among firms to share best practices that improve
recruitment, development, retention, and engagement of African Americans.
Encourage corporations to share and establish similar internal similar metrics that
can be combined into an anonymous regional measure for comparing annual
progress of the region as a whole.

Adopt the “Two in the Pool” concept for finalists in interview pools, which means
more than one African American would be present in the final pool of candidates,
in order to help guarantee more representation of African Americans.

18



23. Investigate and implement creative alternative transportation options to
encourage greater employment by individuals without automobiles.

24. Discontinue use of questions regarding prior salary history in the hiring process, as
this propagates the known gender and color wage gap. Ensure that pay is not
based on prior salary history and, if known, that it is not a determining factor in
employment decisions.

25. Utilize a transparent pay scale for each position, upon request of an applicant or
interviewee, to decrease the potential for wage differentials based on race or

gender.

26. Take a key leadership role in the Greater Pittsburgh Region to urge other
employers to adopt and implement the key components of this document.

Community Outreach Action Steps

27. Encourage staff to participate on community boards to broaden their networks and provide
expertise, resources, and support to community organizations, particularly within the African
American community.

28. Increase corporate allocations for sustainable projects and programs that improve African
Americans communities. Encourage civic and philanthropic organizations to do the same.

29. Invest and create jobs in neighborhoods where African Americans typically reside.

Education Action Steps

30. Create and implement career-path programs that encourage professional development and
training at all levels of the workforce for all employees, including career and technical

education programs.
31. Establish partnerships with public school systems, including career and technical programs,

to support curriculum development and establish programs for career exploration, mentoring,
internships, job shadowing, and entry-level employment.

19



32.

33.

34.

35.

36.

Identify and increase the number of professional scholarships available for students at colleges
and universities. Make these opportunities widely visible where students of diverse
backgrounds are enrolled.

Identify ‘best practices’ and new initiatives aimed at encouraging African American graduates
to stay in the Greater Pittsburgh Region so as to develop their new talents and skills to benefit

area communities.

Aggressively identify and implement new and creative strategies aimed at significantly
increasing the number of African-American professors and adjunct professors. Share best
practices with other universities and colleges in the region.

Establish community investment in non-profit organizations offering career training and
placement programs that build sustainable capacity and scale. This should be an ongoing,
permanent commitment to the community.

Establish partnerships with community colleges, universities, career, and technical schools to
develop curricula to support industry-specific needs.

Evaluation Action Steps

37.

38.

39.

40.

Evaluate the total “supply-chain spend” to African-American owned businesses and evaluate
the percentage of that spend in relation to all purchases.

Evaluate the number of African Americans hired and/or promoted into entry-level positions,
professional positions, middle and senior management positions, and boards of directors, and
the percentages in relation to the totals hired and/or promoted at each level.

Evaluate the turnover of African Americans in entry-level positions, professional positions,
middle and senior management positions, and boards of directors in relationship to total
turnover at each level.

Evaluate other metrics based on the selected goals. See Appendix for other data collection
metrics.

20



Timeline for Implementation: A Long-Term Commitment

The full attainment of these goals is a long-term undertaking. This initiative is a concerted effort
aimed at producing a cultural shift in how entities in the Greater Pittsburgh Region work to achieve a
meaningful and sustained level of opportunity, engagement and retention. Such a comprehensive
vision cannot be tied to a certain number of years. The commitment must be ongoing and never
ending, and dedicated to meaningful results.

The Corporate Equity & Inclusion Roundtable Working Group will:

Update and review strategies and tactics to support participating companies’ efforts to achieve
the outlined goals.

* Assist organizations and businesses in identifying priority initiatives.
* Assist in the establishment of working groups to further focus on solutions.

* Identify and recognize companies that successfully implement the strategies in this document
and show exemplary results.

21



mmmm——— PRE-ACTION PLAN ASSESSMENT TOOL

GOAL STATUS
Committed
but unsure of
how to

Committed Committed  jmplement Not

and and (timeline, Cannot applicable
currently in ready to process, commit at OR not

place implement scope, etc.) this time allowable

1. Increase and expand market
opportunities for suppliers
owned by African Americans:

a. Utilize the “Comprehensive
Rooney Rule Principle — With
Results” to consider companies
owned by African when
awarding all construction and
procurement contracts.
Comments:

b. Broadcast business
opportunities to the widest
possible market of product and
service providers to ensure
businesses owned by African
Americans are fully aware of all
opportunities that capitalize on
their products, programs, and
services. Actively seek new and
creative approaches.

Comments:

c. Commit to a specific spend
goal for African suppliers based
on the company’s total annual
spend commitment

Comments:

22



GOAL STATUS

Committed Committed

and and
currently in ready to
place implement

d. Provide pre-bid open house
events, with specific emphasis
on African Americans, for
prospective contracts at least
every six months.

Comments:

e. Explore how an organization
can be more aggressive in
marketing contracts and
vendor opportunities to
African Americans, including
creating ‘matchmaking’
partnerships between majority
and smaller African American
suppliers.

Comments:

f. Provide extensive and
recurring opportunities to
African Americans for non-bid
contracts. This is a seldom
used, but easily implemented
tool to increase opportunities
in allotting multi-year
contracts.

Comments:

g. Establish measurable goals
for procurement, along with a
commitment to have annual or
semi-annual meetings with
department heads to review
progress.

Comments:

Committed
but unsure
of how to
implement
(timeline,
process,

scope, etc.)

Not
Cannot applicable
commit at OR not
this time allowable
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GOAL

h. Provide annual published
reports on the utilization of
vendors who are African
American. Such reports
should include actual total
dollar amounts given to those
vendors as well as a
percentage of total contracts
that are awarded.
Comments:

2. Create and expand
initiatives that significantly
improve access to capital for
businesses owned by African
Americans. Implement the
Comprehensive Rooney Rule—
With Results.

Comments:

3. Increase corporate and
business participation in
minority chambers of
commerce, economic
development programs, and
business development councils.

Comments:

4. Significantly increase the
representation of African
Americans on corporate boards
of directors.

Comments:

STATUS

Committed
and
currently in
place

Committed
but unsure of
how to
Committed implement
and (timeline, Cannot
readyto  process, scope, commit at
implement etc.) this time

Not
applicable
OR not
allowable



GOAL STATUS

Committed Committed

and and
currently in ready to
place implement

5. Ensure corporate cultures
exist where opportunity,
engagement, and retention are
valued, promoted, and
expected through actions,
words, and deeds. Have a clear
commitment come from the
very top leadership.
Comments:
6. Increase program initiatives
where African Americans have
competitive success at
employment opportunities at
every level, including entry-
level, professional, middle and
senior management positions,
and boards of directors.
Implement “The
Comprehensive Rooney Rule
Principle — With Results” to
assure a commitment to
interview African Americans.
Comments:

7. Broadcast employment
opportunities to the widest
possible market of qualified
candidates to encourage
recruitment, hiring, and training
of African Americans for
opportunities from entry level
to the C-Suite.

Comments:

8. Appoint at least one African
American to every interview
panel, when possible.

Comments:

Committed
but unsure of
how to
implement
(timeline,
process, scope,
etc.)

Cannot
commit at
this time

Not

applicable

OR not
allowable
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GOAL STATUS

Committed Committed

and and
currently in ready to
place implement

9. Identify and eliminate
informal barriers to
employment, promotion, and
retention of African Americans.

Comments:

10. Evaluate internal staffing
plans to ensure African
Americans are aware of and
given consideration for
promotional opportunities.
Comments:

11. Ensure developmental
opportunities such as
mentoring, networking,
training, and professional
development, are provided for
all employees to improve the
ability of African Americans to
qualify for advancement
opportunities.

Comments:

12. Provide opportunities for
sponsorship from entry level to
the C-Suite.

Comments:

Committed
but unsure of
how to
implement
(timeline,
process, scope,
etc.)

Cannot
commit at
this time

Not
applicable
OR not
allowable
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GOAL STATUS

Committed Committed

and and
currently in ready to
place implement

13. Conduct retention
interviews (check-in/stay
surveys) with African
Americans. Interviews should
be done at the end of the first
90 days and six months after
the initial start date of
employment to gauge the
employee’s assessment of their
work environment, and what
they feel they may need to be
successful, and to remain
employed in their current
organization. This should also
occur during annual reviews.

Comments:

14. Conduct exit interviews
with African Americans:
Determine the reason for
leaving.
If the reason was negative, ask
what could have been done
differently to make the
experience or environment
more positive and inclusive.
Use this information to improve
recruitment, development,
advancement, engagement, and
retention of a more
representative workforce.
Comments:

Committed
but unsure of
how to
implement
(timeline,
process, scope,
etc.)

Cannot
commit at
this time

Not
applicable
OR not
allowable
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GOAL

15. Develop employment
recruitment strategies that
include: building ongoing
relationships with recruitment
coordinators of local colleges
and universities.

Comments:

16. Build ongoing relationships
with nationally recognized
professional organizations and
social networks, that further
career opportunities for African
Americans, e.g., National Black
MBA Association, National
Society of Black Engineers
(NSBE), etc.

Comments:

17. Create internal and inter-
organizational affinity groups or
employee resource groups that
share effective innovations and
remove barriers to opportunity,
engagement, and retention and
provide a supportive
environment for all employees.
Comments:

STATUS

Committed
and
currently in
place

Committed
but unsure of
how to
Committed implement
and (timeline, Cannot
readyto  process, scope, commit at
implement etc.) this time

Not
applicable
OR not
allowable
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GOAL

18. Implement an effective,
ongoing, required,
comprehensive opportunity,
engagement, and retention
training program for all
employees, with the support of
boards of directors, CEQ’s, and
CFQO’s. The program should
encompass cultural awareness
and unconscious bias, and be
aimed to positively impact the
policies, systems, and practices
in an organization. It should
include consideration of
gender identity, race, color,
ethnicity, language, nationality,
sexual orientation, religion,
socioeconomic status, age, and
physical and mental ability.
Create an executive level and
middle management internship
or fellowship program to
create new managers and
leaders.

Comments:

19. Implement an “Opportunity
Dashboard” to act as a mirror in
every department or division of
every organization to help
identify how staff members are
helping their employers to
meet definitive goals related to
opportunity, engagement, and
retention.

Comments:

STATUS

Committed
and
currently in
place

Committed
and
ready to
implement

Committed
but unsure of
how to
implement
(timeline,
process, scope,
etc.)

Cannot
commit at
this time

Not
applicable
OR not
allowable
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GOAL STATUS

Committed Committed

and and
currently in ready to
place implement

20. Aggressively implement and
expand the number of
internships or fellowships aimed
at increasing the presence of
African Americans in the
workforce, providing them
exposure to the work
environment and potential
employment.

Comments:

21. Seek and share ideas for
creating and implementing
acknowledgments and incentives
for staff, departments, and
divisions aimed at significantly
increasing the level of
opportunity, engagement, and
retention within the
organization.

Comments:

22. Establish cooperative
processes among firms to share
best practices that improve
recruitment, development,
retention, and engagement of
African Americans. Encourage
corporations to share and
establish similar internal metrics
that can be combined into an
anonymous regional measure for
comparing annual progress of
the region as a whole.

Comments:

Committed
but unsure of
how to
implement
(timeline,
process, scope,
etc.)

Cannot
commit at
this time

Not
applicable
OR not
allowable
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GOAL STATUS

Committed Committed

and and
currently in ready to
place implement

23. Adopt the “Two in the
Pool” concept for finalists in
interview pools, which means
more than one African would
be present in the final pool of
candidates, in order to help
guarantee more representation
of African Americans.

Comments:

24. Investigate and implement
creative alternative
transportation options to
encourage greater employment
of individuals without
automobiles.

Comments:

25. Discontinue use of questions
regarding prior salary history in
the hiring process, as this
propagates the known gender
and color wage gap. Ensure that
pay is not based on prior salary
history and, if known, that it is
not a determining factor in
employment decisions.

Comments:

Committed
but unsure of
how to
implement
(timeline,
process, scope,
etc.)

Cannot
commit at
this time

Not
applicable
OR not
allowable
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GOAL STATUS

Committed Committed

and and
currently in ready to
place implement

26. Utilize a transparent pay
scale for each position, upon
request of an applicant or
interviewee, to decrease the
potential for wage differentials
based on race or gender.

Comments:

27. Take a key leadership role in
urging other employers to
adopt and implement the key
components of this document.

Comments:

28. Encourage staff to
participate on community
boards to broaden their
networks and provide expertise,
resources, and support to
community organizations,
particularly within the African
American community.
Comments:

29. Increase corporate
allocations for sustainable
projects and programs that
improve communities of African
Americans. Encourage civic and
philanthropic organizations to
do the same.

Comments:

Committed
but unsure of
how to
implement
(timeline,
process, scope,
etc.)

Cannot
commit at
this time

Not
applicable
OR not
allowable
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GOAL STATUS

Committed Committed

and and
currently in ready to
place implement

40. Invest in and create jobs in
neighborhoods where African
Americans typically reside.

Comments:

31. Create and implement
career-path programs that
encourage professional
development and training at all
levels of the workforce for all
employees.

Comments:

32. Establish partnerships with
public school systems, including
career and technical education
programs, to support
curriculum development and
establish programs for career
exploration, mentoring,
internships, job shadowing, and
entry-level employment.
Comments:

33. Identify and increase the
number of professional
scholarships available for
students at colleges and
universities. Make these
opportunities widely visible
where students of diverse
backgrounds are enrolled
Comments:

Committed
but unsure of
how to
implement
(timeline,
process, scope,
etc.)

Cannot
commit at
this time

Not

applicable

OR not
allowable
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GOAL STATUS

Committed Committed

and and
currently in ready to
place implement

34. Identify ‘best practices’ and
new initiatives aimed at
encouraging African Americans
graduates so as to maintain
diverse talent in local regions.
Develop their new talents and
skills to benefit area
communities.

Comments:

35. Aggressively identify and
implement new and creative
strategies aimed at significantly
increasing the number of
African-American professors
and adjunct professors. Share
best practices with other
universities and colleges in the
region.

Comments:

36. Establish community
investment in non-profit
organizations offering career
training and placement
programs that build sustainable
capacity and scale. This should
be an ongoing, permanent
commitment to the community.

Comments:

37. Establish partnerships with
community colleges,
universities, and trade schools
to develop curriculum to
support industry-specific needs.

Comments:

Committed
but unsure of
how to
implement
(timeline,
process, scope,
etc.)

Cannot
commit at
this time

Not
applicable
OR not
allowable
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GOAL STATUS

Committed Committed

and and
currently in ready to
place implement

38. Track and report annually
the total “supply-chain spend”
to businesses and organizations
owned by African Americans as
well as the percentage of that
spend in relation to all
purchases.

Comments:

39. Track and report annually
the number of African
Americans hired and/or
promoted into entry-level
positions, professional
positions, middle and senior
management positions, and
boards of directors, and the
percentages in relation to the
totals hired and/or promoted at
each level.

Comments:

40. Track and report annually
the turnover of African
Americans at each level and in
relationship to total turnover at
each level.

Comments:

41. Track and report annually
on other metrics based on the
organization’s selected goals.

Comments:

Committed
but unsure of
how to
implement
(timeline,
process, scope,
etc.)

Cannot
commit at
this time

Not
applicable
OR not
allowable
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APPENDIX: SAMPLE METRICS &
REPORT CARDS

Workforce Opportunities Report for African Americans

Reporting WHITE BLACK/ HISPANIC/ ASIAN AMERICAN HAWAIIAN/ TWO PEOPLE
Categories AFRICAN LATINO INDIAN PACIFIC OR OF
AMERICAN ISLANDER MORE COLOR

RACES (TOTAL)

#
Executive/
Senior Level
Employees

%
Executive/
Senior Level

# Mid-Level

% Mid-Level

#
Professional

%
Professional
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# Full-Time

% Full-Time

# Part-Time

% Part-Time

# Total
Workforce

% Total
Workforce

Metric
# of Board Seats —

Black/African American

% of Board Seats —
Black/African American

# of Board Seats —
White

% of Board Seats —
White

# of Board Seats —
People of Color

% of Board Seats —
People of Color

Last Year

Governance
This Year

Goals for Next Year and Beyond
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Talent Development and Retention
This table may be duplicated to track turnover as well as hiring.

HIRES OR WHITE BLACK/ HISPANIC/ ASIAN AMERICAN HAWAIIAN/ TWO PEOPLE
PROMOTIONS AT AFRICAN LATINO INDIAN PACIFIC OR OF
EACH LEVEL: AMERICAN ISLANDER MORE COLOR
RACES (TOTAL)

# Executive/
Senior Level
Employees

% Executive/
Senior Level

# Mid-Level

% Mid-Level

# Professional

% Professional

# Entry-Level

% Entry-Level

# Full-Time

% Full-Time

# Part-Time

% Part-Time

38



# Total
Hires/Promotions

% Total
Hires/Promotions

Supplier Opportunity and Participation

Metric Last Year This Year Goals for Next Year and
Beyond

# contracts to African-
American owned
businesses

% of contracts to
African- American
owned businesses

Value of contracts to
African-American
owned businesses

Total value of contracts
to all businesses

Percent of total spend
to African-American
owned businesses
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Examples of Additional Metrics

When applicable, the following metrics can also be tracked by race/ethnicity:

Number and percentage of consumer home loans
Number and percentage of consumer lines of credit
Number, value, and percentage of business loans
Number, value, and percentage of lines of business lines of credit
Number and percentage of all employees completing opportunity training
Additional metrics based on the organization’s selected goals
Pittsburgh region examples:
- PNC Corporate Social Responsibility Report, 2019
(which partially informed the above examples)

- University of Pittsburgh Diversity Dashboards
- Vibrant Pittsburgh—The Vibrant Index

SHRM — Guide to Developing a Strategic Diversity, Equity, and Inclusion Plan

The Wharton School of the University of Pennsylvania: Improving Workplace

Culture through Evidence-Based Diversity, Equity and Inclusion Practices
Demos — Demos’ Racial Equity Transformation: Key Components, Processes,
and Lessons

Pittsburgh

orporate Equity & Inclusion Roundtable

Email ceiroundtable@gmail.com
Phone 412.212.8775, 412.758.7898
Web www.ceirpittsburgh.org
Facebook Facebook.com/CEIRPittsburgh
Twitter/X Twitter.com/ceiroundtable

CEIR is an initiative of the Black Political Empowerment Project (B-PEP)
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Thanks to the CEIR Working Group

Tim Stevens, CEIR Working Group Facilitator, Chairman & CEO, The Black Political Empowerment Project
(B-PEP), Co-convener, Greater Pittsburgh Coalition Against Violence (CAV), Founder, The Black &
White Reunion

Godfrey Bethea, CDP/PHR, Vice President of Equity, People & Culture, Greater Pittsburgh Food Bank
Marla Bradford, Senior Diversity Recruiter, Duquesne University

Alethia Bush, Workforce Development Job Developer for the Mon Valley Initiative/Southwestern PA
Re-entry Coalition (SPARC)

Esther L. Bush, Former President & CEO, Urban League of Greater Pittsburgh

Russell L. Bynum, President, Bynums Marketing & Communications, Inc. and Consultant, Bynums
Minority Marketing Group

Tricina Cash, Vice President, Strategic Partnerships & Corporate Relations, Eastern Minority Supplier &
Development Council (EMSDC)

Laura Cherner, MBA, Director of the Community Relations Council (CRC) for the Jewish Federation of
Greater Pittsburgh

Rev. Michele P. Ellison, President, Michele’s Inspiration

Bill Flanagan, Chief Corporate Relations Officer, Allegheny Conference on Community Development
Victoria Goins, Vice President, Programs and Services, Urban League of Greater Pittsburgh

Dr. Rahmon Hart, Director of Community Relations, Rivers Casino

“Jam” Hammond, Director, Pittsburgh Commission on Human Relations

Shayla Holmes, Executive Assistant, CEIR/Greater Pittsburgh Coalition Against Violence (CAV)
Dr. Fredrick O. Kendrick, Owner, Ken-Tell, LLC

Ronald Lawrence, Chairman of the Board, 100 Black Men of Western PA

Brian Magee, CEO, PUMP

Terrance McDaniel, Former Acting Regional Director, PA Human Relations Commission

Judy McNeil, Director, Diversity Business Resource Center at Riverside

Brian Oglesby, President/CEO of Eastern Minority Supplier Development Council (EMSDC)

Betty Pickett, Member of the Black Political Empowerment Project (B-PEP) Planning Council, Former
Executive Director, Pittsburgh Chapter, National Council for Christians and Jews (NCCJ)

Ronald B. Saunders, President, Dr. Edna B. McKenzie Branch of the Association for the Study of African
American Life & History (ASALH), Member, Race & Reconciliation Dialogue Group, St. Paul Cathedral,
Member, African American Advisory Council, Senator John Heinz History Center, Chairperson, Penn
Hills Advisory Council to the Pennsylvania Human Relations Commission.

Regina L. Scott, Director of Community Engagement & Programs, Gateway Health
Rodney Poteat, PNC Bank, Detection and Investigation Associate

John Small, President, Performance Capital, Member, Black Political Empowerment Project (B-PEP)
Planning Council

Rev. Dr. Dale B. Snyder, Senior Pastor, Bethel AME Church Pittsburgh

Greg Spencer, CEO, Randall Industries, LLC, Managing Director, Spencer MacCleary & Associates
Richard A. Stewart, Jr., Immediate Past President, NAACP Pittsburgh Branch

Deb Stuligross, Executive in Residence, Forbes Funds, CEIR Website Coordinator

Sharon Walker, Office of Financial Empowerment Manager, City of Pittsburgh

Kellie Ware, Assistant Dean for Professional Development, University of Pittsburgh School of Law

Doris Carson Williams, CCE, President & CEO, African American Chamber of Commerce of Western
Pennsylvania

Samara L. Rosenberg and Erin R. Frawley Reznik, University of Pittsburgh School of Social Work Interns
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