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INTRODUCTION

A community devel-
opment corporation 
(CDC) is a type of 
community develop-
ment organization 
(CDO).  Throughout 

our research, we view 

the community develop-

ment field as an assem-

blage of CDOs, which 

includes - in addition to 

CDCs - governmental 

bodies and agencies, a 

number of quasi-govern-

mental agencies, financial 

intermediaries, banks, for-

profit developers, build-

ers, property managers 

and community advocacy 

groups.



Formation of The Alliance
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BACKGROUND



Purpose of the Study

Structural Racism

Refers to a system in which public policies, institutional 

practices, cultural representations, and other norms 

work in various, often reinforcing, ways to perpetuate 

racial group inequality.  It identifies dimensions of our 

history and culture that have allowed privileges asso-

ciated with “whiteness” and disadvantages associated 

with “color” to endure and adapt over time.

© 2004 The Aspen Institute.
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Defining Leadership & Communi-
ty Development Organizations
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Survey Instrument

Implementation

Limitations
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METHODOLOGY
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SURVEY RESULTS

“We do a great job of  getting  

People of Color into leadership. 

Key is to take chances on talent 

from within, even if there are 

some skill gaps. We encourage 

people to work on their ‘growth 

edges’ and what they ‘love’ to 

stretch their current jobs. There 

is no shortage of talented Peo-

ple of Color for jobs. Key is re-

cruit people into organizing, into 

project management, fundraising 

and finance or loan programs 

then groom them for higher 

positions. After experience, they 

are ready.”

-Survey Respondent, 

March 2007
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Racial Diversity of Leadership and Staff

Figure 2: Racial Breakdown of Leadership Positions in 50 Responding 
Organizations

Figure 1: Racial Breakdown of Employees of 50 responding 
organizations. 
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Diversity at the City and State Lev-
el of CDCs Compared to CDOs

Table 1: Racial Breakdown of CDCs Compared to Racial Breakdown of City Served

Asian Black/African 

American

Latino/Hispanic** White Native American Other

CDC A and 

City A

Racial Breakdown of 

Employees

6% 6% 25% 63% 0% 0%

Racial Breakdown of 

Leadership

0% 0% 17% 83% 0% 0%

Racial Breakdown 

of City

14% 5% 9% 73% <1% 8%

CDC B and 

City B

Racial Breakdown of 

Employees

0% 58% 15% 35% 0% <1%

Racial Breakdown of 

Leadership

0% 38% 25% 37% 0% 0%

Racial Breakdown 

of City

11% 36% 12% 32% <1% 9%

CDC C and 

City C

Racial Breakdown of 

Employees

0% 0% 0% 80% 0% 20%

Racial Breakdown of 

Leadership

0% 0% 0% 100% 0% 0%

Racial Breakdown 

of City

2% 3% 3% 91% <1% 4%

CDC D and 

City D

Racial Breakdown of 

Employees

0% 30% 30% 40% 0% 0%

Racial Breakdown of 

Leadership

0% 50% 25% 25% 0% 0%

Racial Breakdown 

of City

5% 7% 15% 77% <1% 11%

CDC E and 

City E

Racial Breakdown of 

Employees

0% 0% 65% 35% 0% 0%

Racial Breakdown of 

Leadership

0% 0% 35% 65% 0% 0%

Racial Breakdown 

of City

17% 4% 14% 69% <1% 11%
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A community development corporation (CDC) is a 
type of community development organization (CDO).  
Throughout our research, we view the community develop-

ment field as an assemblage of CDOs, which includes - in ad-

dition to CDCs - governmental bodies and agencies, a number 

of quasi-governmental agencies, financial intermediaries, banks, 

for-profit developers, builders, property managers and com-

munity advocacy groups.

Asian Black/African 

American

Latino/Hispanic** White Native American Other

CDO 1 Racial Breakdown of 

Employees

7% 27% 3% 63% 0% 0%

Racial Breakdown of 

Leadership

14% 29% 0% 57% 0% 0%

Racial Breakdown of State 5% 7% 8% 87% <1% <1%

CDO 2 Racial Breakdown of 

Employees

0% 13% 5% 82% 0% 0%

Racial Breakdown of 

Leadership

0% 11% 0% 89% 0% 0%

Racial Breakdown of State 5% 7% 8% 87% <1% 1%

CDO 3 Racial Breakdown of 

Employees

0% 15% 7% 74% 4% 0%

Racial Breakdown of 

Leadership

0% 0% 33% 33% 33% 0%

Racial Breakdown of State 5% 7% 8% 87% <1% 1%

Asian Black/African 

American

Latino/Hispanic** White Native Ameri-

can

Other

CDO A Racial Breakdown of 

Employees

0% 0% 0% 100% 0% 0%

Racial Breakdown of 

Leadership

0% 0% 0% 100% 0% 0%

Racial Breakdown of 

City

2% 18% 8% 62% <1% 18%

CDO B Racial Breakdown of 

Employees

5% 25% 5% 64% 0% <1%

Racial Breakdown of 

Leadership

0% 33% 11% 56% 0% 0%

Racial Breakdown of 

City

8% 25% 14% 55% <1% 12%

Table 3: Racial Breakdown of Select CDOs Compared to Racial Breakdown of State, service areas 
for these CDOs is the entire state

Table 2: Racial Breakdown of Select CDOs Compared to Racial Breakdown of City Served, service areas for 
these CDOs may be entire City or neighborhood within the City 
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* * It is important to note that the U.S. Census tracks racial groups and ethnicities 

separately.  “Latino”, which is an ethnicity, is not included in any of the statistical break-

downs by race.  Therefore, when examining the populations of the state and individual 

municipalities, it is impossible to include this category alongside the other groups.

The Alliance and many other organizations choose instead to rank races and ethnici-

ties together, including the racial groups listed on the Census, in addition to the ethnic 

category of “Latino”.  This allows a more accurate representation of the diversity in 

the population.  The demographic data from the survey is categorized this way, and 

the percentage totals are greater than 100.

The discrepancy between the race and ethnicity categories in the Census data and 

those in the survey data should be noted where comparisons are made.  However, 

the general conclusions drawn here are still valid.

Table 4: Aggregate Racial Breakdown of Select CDOs Compared to Racial Breakdown of 
State, service areas for these CDOs is the entire state

Asian Black/

African 

American

Latino/Hispanic** White Native 

American

Other

3 CDOs Racial Breakdown of 

Employees

2% 18% 5% 74% 1% 0%

Racial Breakdown of 

Leadership

5% 11% 11% 68% 5% 0%

State 5% 7% 8% 87% <1% 1%
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Figure 3:   Responses regarding the representation of the 
community by the staff leadership of the organizations

Figure 4: Racial breakdown of all categories in leadership 

positions.
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Figure 6: Racial breakdown of Board leader-
ship.

“I think the process 

of advancing to lead-

ership positions starts 

at the recruiting 

level.  The President 

or Executive Direc-

tor should have the 

forsight of recruiting 

their replacement.”

- Survey Respondent, 

March 2007

Figure 5: Responses regarding the representation of the community by 
the board leadership of the organizations.
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Leadership Titles
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Advancement Pathways and 
Recruitment Strategies  

Figure 7: Promotion of professional development within the organizations.

Response 

Total

%

Project Management 29 12%

Management and Su-

pervisory Skills

29 12%

Involvement w/ Outside 

Community

28 12%

Interpersonal Skills 27 11%

Communication Skills 25 10%

Advanced Degree 18 7%

Presentation Skills 17 7%

Finance Background 14 6%

Housing Development 14 6%

Fundraising 12 5%

Business Writing 11 5%

Other 11 5%

Policy Experience/Back-
ground

8 3%

Table 5: General Skills Used to Advance Into Leadership 
Positions
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Websites 39 20%

Community Newspapers 37 19%

Ads/notices 26 13%

Civic groups 22 11%

Non-traditional networking 
channels

19 10%

Publications whose emphasis 
is diversity

15 8%

Professional organizations of 
color

13 7%

Other (please specify) 9 5%

Presentations and programs 7 4%

Local houses worship/religious 
centers

4 2%

Ethnic studies departments 
and associations on college 

campuses

3 2%

Predominantly minority-at-
tended colleges/universities

3 2%

None 2 1%

Table 6: Advertisement alternatives to attract 
people of color

“[We] recruit through broad job listings, personal out-

reach to wide networks including those of our board 

members, direct recruitment of candidates, internal 

promotion.”

- Survey Respondent, March 2007
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Challenges

Figure 8 Challenges to diversify leadership in 51 responding organizations.
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“Turnover is a challenging 

issue. Leadership positions 

are few and they turnover 

rarely.”

- Survey Respondent, 

March 2007

“Most of the leadership 

has been with the organi-

zationfor decades. The lack 

of movement at the top has 

kept opportunities [from 

arising].”

- Survey Respondent, 

March 2007
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CONCLUSIONS & 

RECOMMENDATIONS

Racial Diversity of Lead-
ership within CDOs at 
Local, City and State 
Levels

Beliefs & Perceptions
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Advancement & RecruitmentLeadership Titles
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Additional Recommendations

“Diversity in the 

leadership structures 

of organizations can 

be accomplished 

if the doors are 

opened and existent 

leadership makes di-

versity and promo-

tion of minorities a 

priority.”

- Survey Respondent, 

     March 2007
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The Alliance – Advancing Community Development 
by Confronting Racism 

Appendix A: Introduction Letter to Survey
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The Alliance – Advancing Community Development 
by Confronting Racism 

Appendix B: Cover Letter to Survey
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Appendix C: Image of Survey
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Appendix D: Implementation Strategy




