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(C s EXECUTIVE SUMMARY
—\

Racial Diversity is important to all organizations. When an organization is able to recruit, retain
and empower a diverse staff it realizes a number of key advantages.

* Diversity leads to having staff that are more flexible, creative and compe-tent as they
work together, benefiting from each others experience, knowledge and talent.

* When organizations reflect the diversity of the communities they serve and live in, they
have greater credibility and are in a better competitive position.

* They are more able to attract talented individuals to their staff, resulting in greater col-
lective wisdom, a brain trust of exceptional breadth and depth.

* Diverse organizations also realize greater productivity and effectiveness, faster growth,
and ultimately, more success in achieving their goals.

* All staff who work in a racially diverse organization have access to greater
knowledge of the opportunities and challenges facing their service areas;
communicate at a deeper level, and have increased morale.

* Organizations become what they value by practicing diversity.

The gap between recognizing the importance of diversity, and actually
implementing it can be wide. In the com-
munity development field, bridging this
gap is particularly important because these
organizations provide resources to diverse
communities that rely on their expertise.
As a first step in helping the field become
more racially diverse it is important to un-
derstand what the community develoment
workforce looks like in terms of diversity,
what the perceived barriers are to diversity,
and what is being done to increase it.

The Community Development Leadership
Survey, a project of The Alliance — Advancing Community Development by Confronting Racism,
is a study of the racial diversity that exists in leadership positions at a variety of community devel-
opment organizations in Massachusetts. Three primary goals of this study were: (i) to assess racial
diversity of leadership positions within Community Development Organizations; (ii) to identify
the number of leadership positions and the titles of leadership positions within the field and (iii)
to identify how People of Color are recruited and/or advance into leadership positions within the
field. Along with creating some baseline data for future comparisons, the results of this survey were
utilized in developing a model organizational recruitment manual (Race in Recruitment, Reten-
tion and Advancement: A New Approach for the Community Development Field). This manual’s
purpose is to aid organizations in taking crucial steps to increase diversity in the field.



From January to May 2007, Tufts University Urban and Environmental Policy and Planning De-
partment graduate, students together with Alliance Steering Committee members, surveyed orga-
nizations within the community development sector. This list was comprised of a diverse pool of
organizations including, but not limited to, Community Development Corporations, government
and quasi public entities, banks and financial institutions.

While survey results showed significant racial diversity, it is important to recognize that the find-
ings may not accurately reflect the actual level of diversity in the community development field.
The sensitivity of the questions asked surrounding racial demographics of staff and leadership posi-
tions may have influenced which organizations completed the survey and which declined. Taking
this into account, survey findings showed:

* That 47% of leadership positions within the sample were occupied by People of
Color, while 53% were occupied by White/Caucasian people.

* 'The diversity of leadership in responding organizations generally reflected the
demographics of their approximate service areas.

* When asked about skills needed for advancement of leaders of color in the com-
munity development field, respondents highlighted project management, supervi-
sory skills and involvement with the outside community as important for career
development.

* Recruitment strategies followed traditional paths of advertising on websites and
in newsprint.

A significant challenge in analyzing the survey data was the lack of demographic data available for
the specific service areas covered by each organization that responded. In order to make an accurate
comparison between the diversity of leadership positions in community development organiza-
tions and the diversity of the communities they serve, it is important to know the racial breakdown
of the organizations’ client base. The boundaries of community development organizations’ service
areas do not necessarily align with the boundaries of the cities in which they are located, so utilizing
city-level census data does not provide a true picture of the people walking in their doors.

Acknowledging this in the context of our findings we recommend the following four strategies:

1. Build relationships with non-responding organizations in order to increase their participation
in future surveys as we monitor racial demographics in the field.

2. Continue and grow Alliance programs that foster racial diversification including the Diversity
Compact and the Learning Initiative.

3. Integrate the use of “Race in Recruitment, Retention & Advancement: A New Approach for
the Community Development Field” into human resources practices. This manual provides
recommendations and strategies that allow for immediate action to hire, retain, and advance
more People of Color into leadership positions.

4. Pursue a two-pronged approach to collecting data on racial demographics of community de-
velopment organizations’ service areas.

i. Launch initiative to encourage Alliance member organizations to collect
data from the clients they serve.

ii. Request this data on future surveys.



INTRODUCTION

You don’t have to look far to find current information about the lack of racial diversity in leadership
positions. In February 2007, the University of Massachusetts Boston, released a report bench-
marking the racial diversity of leaders in state and local government. They found that although
People of Color make up 20% of the state population, only 11% of top state government jobs are
held by People of Color. Surveying the ten most diverse cities in Massachusetts, they also found
that although People of Color make up 41% of the average population in these cities, again para-
doxically, less than 10% of elected municipal leaders are People of Color.

On the national scale, in the summer of 2006, the U.S. General Accounting Office (GAO) re-
ported to Congress about trends in the racial diversity of managers and senior staff in the financial

A community devel-
opment corporation
(CDCQ) 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.

services sector. From 1993 to 2004, they found only small gains being made in
diversifying the sector with nearly 15% of leadership positions held by People of
Color. Substantial change has not occurred to make leadership more reflective
of the general population which is at least 25% People of Color (Source: U.S.
Census Bureau, Census 2000). While commendable, small gains have not kept
pace with the rapidly increasing racial diversification of the U.S. population.

In the early 1990s, the rapidly changing demographics of Greater Boston and
many other urban centers throughout the state prompted the Local Initiatives
Support Corporation (LISC) and the Massachusetts Association of Community
Development Corporations (MACDC), along with a number of community
development corporations (CDCs), to begin working together to find ways to
increase the racial and ethnic diversity of CDC staff — particularly at the middle
and senior levels. By that time, it had become apparent that CDCs were increas-
ingly working in communities of color, while CDC leadership remained over-
whelmingly white.

In addition to CDCs the community development field encompasses a broad
array of organizations. It also includes a host of other actors such as govern-
ment, a number of quasi-governmental agencies, financial intermediaries, banks,
developers, builders, property managers, community advocacy groups, and the
list could go on. Therefore, from this point on we refer to community develop-
ment organizations (CDOs) in this document except for the historical informa-
tion presented on the formation of The Alliance which focused specifically on

CDCs.

Assessing the current diversity of leadership in the community development sec-
tor will provide baseline data that can be used as a reference point to monitor
changes in the field over time. Additionally, the data gathered will be used to
create a hiring and retention manual with a focus on diversifying community
development organizations.
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BACKGROUND

Formation of The Alliance

In the spring of 2002, the Diversity and Hu-
man Capital Committee, a joint committee
of Massachusetts Association of Community
Development Corporations (MACDC) and
Local Initiatives Support Corporation (LISC)
sponsored two focus groups to better under-
stand the barriers to increasing the number of
People of Color in Community Development
Corporation (CDC) management and leader-
ship positions. People of Color who were cur-
rently working at or had previously worked
for a CDC were asked to choose what they
believed to be the most important barriers.
“Racism/prejudice” was the most frequently
mentioned barrier, with more than a third of
participants listing it as the most important
barrier. The difference between prejudice and
racism was delineated in the focus groups as
prejudice occurring at an individual level and
racism occurring at an organizational level.
This was followed by “lack of support and/or
mentors’, chosen by 13%. Other significant
barriers included the lack of education, i.e.
a degree, the lack of career paths and salary
levels.

In the fall of 2002, a survey of a diverse group
of community development corporation staff,
primarily People of Color, was conducted to
solicit their perceptions of the barriers to the
recruitment and advancement of People of
Color in community development corpora-
tions. Web-based surveys were sent to approx-
imately 85 CDC staff members, including
several former staff members, in the Greater
Boston area. Nearly 50% responded, with
many of their answers mirroring those from
the focus groups.

In addition to this survey ten CDC executives
were interviewed by members of the Diversity
and Human Capital Committee during the
spring of 2003. Findings from the executive

directors were wide-ranging. As with other
CDC staff of color, executive directors of col-
or raised similar issues pointing to racism —
constantly have to “prove themselves”, facing
“low expectations”, and, in some instances,
lacking real power. Often, white executive di-
rectors saw these same dynamics being played
out — admitting that “sometimes the role that
power brokers play is patronizing, particularly
in communities of color” and that “the system
is heavily weighted against People of Color”.
At the same time, executive directors pointed
to a number of barriers, including the lack of
support, the lack of career paths, pay, and lack
of knowledge about the community develop-
ment field — to a large extent agreeing with
focus group and survey respondents.

As the Diversity and Human Capital Com-
mittee began examining the findings, it was
clear that solutions must be sought not sim-
ply at the CDC level, but at the sector level
of Community Development Organizations
as a whole. The approach had to be one that
brought together the community develop-
ment field and drew upon the collective wis-
dom and resources of the industry to seek
common solutions.

A broad group of stakeholders from the com-
munity development field came together
— under the banner of the Working Group to
Transform the Face of Community Develop-
ment (later renamed The Alliance — Advanc-
ing Community Development by Confront-
ing Racism) in Massachusetts to review and
challenge the findings and, using an approach
called “appreciative inquiry”, to help devise
strategies to “create and sustain an environ-
ment which values and reflects, particularly
within its leadership, the racial and cultural
diversity of the communities in which CDCs
work”. The process of appreciative in-



quiry is “about the co-evolutionary search for
the best in people, their organizations, and
the relevant world around them. It involves,
in a central way, the art and practice of asking
questions that strengthen a system’s capac-
ity to apprehend, anticipate, and heighten
positive potential.” (Cooperrider & Whitney,
2005) Use of this process has been integral to
the work completed by The Alliance.

Today, The Alliance is a coalition consisting
of 35 community development corporations,
lending institutions, universities and other
community-oriented organizations. The Al-
liance is committed to increasing the num-
ber of People of Color in leadership positions
within the community development field by
addressing racism. Racism has been identi-
fied as a key barrier that has hindered People
of Color from advancing into leadership posi-
tions in this field.

The Alliance’s goals are:

* To increase the racial and ethnic diversity
of the leadership of the community develop-
ment field;

* To create and foster an environment that
values and represents the racial and cultural
diversity of the communities in which we
work;

* To build and sustain a broad-based, repre-
sentative collaboration of community devel-
opment organizations and suporters who are
committed to increasing the racial and ethnic
diversity of the leadership within our field

and

* To enhance the collective capacity of Alli-
ance members to confront and address racism
and other barriers that undermine racial and
ethnic diversity among the leadership within
the community development field.

Purpose of the Study

As mentioned above, in 2002, a survey was
conducted in the community development
field in Massachusetts regarding perceived
barriers to the recruitment and advancement

of People of Color in community development
corporations. While this survey was valuable,
there were several limitations to its scope.
First, the research only targeted staff of CDCs,
and so the results did not reflect the full range
of other actors in the community develop-
ment field. Second, the survey focused only
on respondents’ perceptions of diversity, rath-
er than asking them to provide concrete data
on the leadership positions within their orga-
nization and the racial demographics of the
people in those positions. Finally, the survey
was limited to organizations in the Greater
Boston area, failing to provide an accurate

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.

picture of the state as a whole.

Given the limitations of the research con-
ducted in 2002, a new survey was designed
and implemented by The Alliance in 2007, in
collaboration with a Field Projects team from
Tufts University Urban and Environmental
Policy and Planning (UEP) Department act-
ing as consultant to the organization. This
new survey aimed to provide more compre-
hensive data on the number of leadership po-
sitions in the community development field
and the actual racial diversity of these posi-
tions. It also included a wide array of com-
munity development organizations, beyond
just CDCs, and covered organizations across
the state.

The specific target audience for the 2007 sur-
vey was leaders within CDOs in clearly de-
fined regions of Massachusetts. In addition
to providing baseline data that can be com-
pared to future surveys, the research provided
information about strategies for recruiting
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and advancing People of Color into leader-
ship in CDOs. This information was used
in developing a recruitment, retention and
advancement manual that will help combat
structural racism within CDOs and the field
as a whole.

Person-to-person racism and structural rac-
ism are two equally important but distinct
concepts. 'The Alliance has chosen to focus
on undoing structural racism, which de-
scribes and reaches into
the unevenness of the
opportunity  playing
field. The Aspen In-
stitute provides an apt
description of this con-
cept. Structural racism,
as they put it:

Structural racism is at play in all fields of pro-
fessional endeavor. It’s certainly not specific to
the community development field. However,
this field is different in that undoing racism
has been a core value of this work since the
first Community Development Corporations
were created in the energy of the Civil Rights
Movement of the 1960s. These organizations
were often founded as direct responses to the
racism explicit in disinvestment in commu-
nities of color and the destruction of urban
renewal.

Undoing racism and its legacies are what drew
many to work in the community develop-
ment field. Structural racism affects this field
just as it affects all other sectors. Therefore,
understanding the current picture of diversity
in leadership positions of CDOs should pro-
vide us with a clearer understanding of how
structural racism perseveres or if it has in fact
diminished, indicating progress.

Defining Leadership & Communi-
ty Development Organizations

The Alliance defines “community leadership”
as the economic, physical and social revital-
ization of a community, led by people who
live in that community. Community develop-
ment focuses on human development, rather
than on physical structures. It centers on how
residents feel about themselves and the place
in which they live.

The Alliance defines @ leadership position as

meeting at least two of the following criteria:

* One who performs day-to-day executive
tasks (President, CEO, Executive Direc-
tor);

* One who reports directly to the President
and CEO of the organization;

* One who supervises one or more perma-
nent employees;

* One who has budget authority and;

* One who is part of the senior
management team.



p - Advancing Community

by Confronting Racism

The Alliance realizes that when analyzing
smaller organizations some of these criteria
may not apply (such as supervising one or
more employees). That is why leadership is
defined as meeting two or more of the stated
criteria. With the exception of the top posi-
tions, The Alliance does not identify leaders
based on their job titles. In many cases, titles
do not accurately reflect actual roles and in
some cases generate merely “name plate lead-

»
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The Alliance has identified specific entities to
be targeted for the survey from among the
following major categories of community de-
velopment organizations:

* Community development corporations/
neighborhood development corporations;

¢ Intermediaries (i.e., an institution that
collects funds and invests them in the com-

munity on behalf of others);

. Community eco-
nomic development or-
ganizations;

. Government and
quasi-public  organiza-
tions;

*  Community banks/

financial institutions/
lenders;

*  Housing develop-

ment institutions;

* Organizing/advocacy
groups and;

*  Property manage-
ment companies.




METHODOLOGY

L

The goals of this survey were:

1. To assess racial diversity of leadership in community development organizations.

2. To identify the number of leadership positions and the titles of leadership positions within the

community development field.

3. To identify how People of Color are recruited and/or advanced into leadership positions with

in the community development field.

Taking into account these goals and the above definitions, a 21-question survey was developed to
ascertain the level of diversity within leadership positions at Community Development Organiza-

tions.

Survey Instrument

The method selected for administering this
survey was the web-based survey system Sur-
vey Monkey. An image of the survey instru-
ment with corresponding introduction let-
ter and cover letter can be found attached as
Appendices A, B and C. It was important to
design a user friendly survey instrument to
ensure securing a representative response per-
centage. Additionally this technology allowed
for organized collection of responses and real-
time analysis.

Implementation

Strategies for implementation included an an-
nouncement of the upcoming survey, a cover
letter with the survey attached and follow-up
phone calls to survey recipients. Details on
implementation can be found in Appendix
D. The survey was administered in clearly de-
fined geographical areas. These included the
greater Boston area, as well as other key re-
gions, including Lowell, Lawrence, Brockton,
Fall River, New Bedford, Holyoke, Spring-
field and Worcester. These areas were deter-
mined to be diverse communities in which
leadership was not expected to reflect those
being served.

Limitations

There are hundreds of CDOs throughout
Massachusetts. Distributing surveys and then
completing the necessary follow-up would
have taken significantly more time than
was allocated for this survey and analysis if
all were contacted. In addition to this each
CDO has a specific service area that it works
within, these range from the entire state down
to specific neighborhoods. To more accurately
identify whether diversity of staff and leader-
ship reflect the community being served we
would need more accurate data of the racial
demographics of the service areas beyond the
data we have used at the state and city level
from the 2000 census.

One other important limitation to be consid-
ered in this research is the sensitivity of the
questions asked around diversity. These ques-
tions may lead to more responses from diverse
organizations and fewer from organizations
that do not feel they are diverse. This may
inadvertently skew our findings and should
be kept in mind while reading the following
results.



A SURVEY RESULTS
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“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

Based on the results of The Alliance’s prior
research, it was hypothesized that the level of
diversity within CDO leadership would not
represent the diversity of the communities
they serve. This hypothesis stemmed from
the perceived barriers to advancement that
were identified in Alliance focus groups and
the 2002 survey. These barriers included rac-
ism, lack of knowledge about the community
development field, and lack of information
about the skills needed to work in the sector.

A 31% response rate was obtained through
electronic returns and follow-up phone calls.
Data is broken down in the following order
below: Racial Diversity of Leadership and
Staff; Diversity at the City and State Level
of CDCs Compared to CDOs; Beliefs and
Perceptions about Racial Diversity; Advance-
ment Pathways and Recruitment Strategies;

and Challenges.



Racial Diversity of Leadership and Staff

The survey identified the racial demographics of
all employees within CDOs, as well as the demo-
graphics of leadership positions specifically.

Racial breakdown of employees

Racial breakdown of people of color versus

White/Caucasian category of employees

[ People of color

@ White/Caucasian

60% -

50%

40%

30%

20% -

10% -

W Asian

[ Black/African

M Latino/Hispanic
@ White/Caucasian
B Native American

O Other

0% -

Figure |: Racial Breakdown of Employees of 50 responding
organizations.

Racial breakdown of leadership positions

Racial breakdown of people of color versus

‘White/Caucasian category occupying leadership

positions

O People of color

@ White/Caucasian

60% -

l Asian

| Black/African

[ Latino/Hispanic
@ White/Caucasian
B Native American
O Multiracial

O Other

Figure 2: Racial Breakdown of Leadership Positions in 50 Responding

Organizations

Of the total staff positions listed by the orga-
nizations surveyed, 39% were People of Color
(defined as the aggregate of all racial catego-
ries above except White/Caucasian) and 61%
were White/Caucasian employees.

Of the leadership positions
listed by the respondents,
47% were People of Color
and 53% were White/Cau-
casian. These figures reflect
a relatively high level of
diversity compared to the
state as a whole, as Massa-
chusetts has a population
that is 17% People of Color

and 83% White/Caucasian.

It is notable that 7% of the organizations
that received surveys declined to participate
and 60% did not respond at all. As noted
above, the sensitivity of the questions being
asked may have impacted the response rate




and skewed the sample. Some organizations
may have declined to respond because they
are not diverse or do not think that diversity
is an important concern. Others may not
have considered themselves part of the com-
munity development field. At the same time,
it is possible that diverse organizations were
more likely to respond, and therefore, were
overrepresented in our sample.

While this sample shows a high level of diver-
sity in CDOs compared to the state, taking
a closer look is necessary. Massachusetts as a
whole is much less racially diverse than many
of the individual cities and towns within

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

which CDOs operate, and thus is often not
an accurate point of comparison.

Diversity at the City and State Lev-
el of CDCs Compared to CDOs

The level of diversity within CDOs was then

compared to the racial demographics of the

areas in which they operate.

Asian Black/African | Latino/Hispanic™* | White | Native American | Other
American
CDCA and Racial Breakdown of | 6% 6% 25% 63% 0% 0%
City A Employees
Racial Breakdown of | 0% 0% 17% 83% 0% 0%
Leadership
Racial Breakdown 14% 5% 9% 73% <% 8%
of City
CDC B and Racial Breakdown of | 0% 58% 15% 35% 0% <%
City B Employees
Racial Breakdown of | 0% 38% 25% 37% 0% 0%
Leadership
Racial Breakdown 1% 36% 12% 32% <% 9%
of City
CDC C and Racial Breakdown of | 0% 0% 0% 80% 0% 20%
City C Employees
Racial Breakdown of | 0% 0% 0% 100% 0% 0%
Leadership
Racial Breakdown 2% 3% 3% 91% <% 4%
of City
CDC D and Racial Breakdown of | 0% 30% 30% 40% 0% 0%
City D Employees
Racial Breakdown of | 0% 50% 25% 25% 0% 0%
Leadership
Racial Breakdown 5% 7% 15% 77% <1% 1%
of City
CDCEand Racial Breakdown of | 0% 0% 65% 35% 0% 0%
City E Employees
Racial Breakdown of | 0% 0% 35% 65% 0% 0%
Leadership
Racial Breakdown 17% 4% 14% 69% <1% 1%
of City




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.

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

Asian Black/African | Latino/Hispanic** White | Native Ameri- | Other
American can

CDOA Racial Breakdown of 0% 0% 0% 100% 0% 0%
Employees
Racial Breakdown of 0% 0% 0% 100% 0% 0%
Leadership
Racial Breakdown of 2% 18% 8% 62% <% 18%
City

CDO B Racial Breakdown of 5% 25% 5% 64% 0% <%
Employees
Racial Breakdown of 0% 33% 1% 56% 0% 0%
Leadership
Racial Breakdown of 8% 25% 14% 55% <% 12%
City

Table 3: 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

CDO |

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%

<I%

<I%

CDO 2

Racial Breakdown of
Employees

0%

13%

5%

82%

0%

0%

Racial Breakdown of
Leadership

0%

1%

0%

89%

0%

0%

Racial Breakdown of State

5%

8%

87%

<I%

1%

CDO 3

Racial Breakdown of
Employees

0%

7%

74%

4%

0%

Racial Breakdown of
Leadership

0%

33%

33%

33%

0%

Racial Breakdown of State

5%

8%

87%

<I%

1%




** 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 [00.

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/ Latino/Hispanic** White Native | Other
African American
American

3 CDOs | Racial Breakdown of 2% 18% 5% 74% 1% 0%
Employees

Racial Breakdown of 5% 11% 11% 68% 5% 0%
Leadership

State 5% 7% 8% 87% <% 1%

Racial demographics vary greatly from City to
City and compared to the state as a whole. In
our sample, the racial diversity of CDO em-
ployees, as well as leadership positions specifi-
cally, matches the racial diversity of individual
services areas in most cases.
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Beliefs and Perceptions about Ra-
cial Diversity

Survey respondents were asked about the
value they personally place on racial diversity
and whether their organization values diver-
sity. In addition, they were asked whether the

leadership

of their organization, as well as its

Board of Directors represented the diversity
of the community served.

Staff leadership representing the demographics of communities

W YES
ONO

Figure 3:

Responses regarding the representation of the

community by the staff leadership of the organizations

60%

20%

0%

N
e

Racial breakdown of all categories in leadership positions

B People of calor

O "W hitefcaucasian

Figure 4:

Racial breakdown of all categories in leadership

positions.




Board leadership representing the demographics of
communities

G091

G091

|vEs “I think the process
ano .
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.”

40% 1

20% 1

0% -

Figure 5: Responses regarding the representation of the community by
the board leadership of the organizations.

Racial brealdown of Board leadership

60% -
50% 4

- Survey Respondent,
B People of calor March 2007

3 "W hitelcaucasian

0%

F0 S

205

105
03

Figure 6: Racial breakdown of Board leader- R ———

ship- breakdown of employees and staff leadership.

Once again, it is important to further exam-

Individuals value racial diversity more than
they perceive the organizations they work for
value racial diversity. When asked about the
importance of racially diverse leadership in
the workplace (individually), 60% considered
it Very important. However, only 47% of re-
spondents felt their organizations consider it
Very important. The Likert Scale used ranged
from 1 - Not Important to 5 - Very Impor-
tant.

In our sample, boards of directors of the re-
sponding organizations were also fairly di-
verse. 37% of total board positions were
filled by People of Color, while 63% were
filled by White/Caucasians. By comparison,
leadership positions within boards were 43%
People of Color and 57% White/Caucasian.
These percentages were similar to the racial

ine this data in comparison to the specific de-
mographics of the CDO service areas.

Data from the survey confirms that people’s
perceptions about the diversity of their orga-
nizations closely mirror the reality of organi-
zational demographics. However, it is impor-
tant to note that People of Color are slightly
less represented in board leadership positions
than perceived by respondents. When asked
about whether or not staff leadership and
board leadership represented the demograph-
ics of the community served, 60% of respon-
dents felt that their organization’s leadership
was representative, while 65% felt this way
about the leadership of their board of direc-

tors.
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Leadership Titles VP Community Relations

Director of Customer Relations
Below is a list of titles of leadership roles in the commu- ~ Director of Client Services
nity development field that were provided by respon-  Director of Neighborhood Services
dents to the survey. The titles are categorized by type ~Director of Support Services
of position, and the total number of responses received ~ Services Manager
for each category is listed next to it.

ECONOMIC DEVELOPMENT (4)
In total, 136 different titles were reported by respon-  Director of Economic Development
dents, showing the tremendous range of leadership ~ Director of Asset Building
opportunities. It is important to note that data was ~Management
not collected regarding the responsibilities attached to ~ Asset Manager
these titles, so it is difficult to know to what degree the

positions vary from organization to organization. ENVIRONMENT (3)
Director of Environment and Transportation
ACCOUNTING (2) Lead Program Manager
Accounting Manager
Senior Accountant DISTRICT DIRECTOR (3)
Director of Service Area
ADMINISTRATION (4) District Director
Director of Administration Divisional Manager
Office Administrator
Clerk ECONOMIC DEVELOPMENT (3)
Economic Development Coordinator
ASSISTANT DIRECTOR (16) Economic Development Director
Assistant/Associate Director Resource Development Director
Deputy Director
Associate Deputy EXECUTIVE DIRECTOR (35)
Assistant Director/CFO Executive Director
Assistant to CEO Executive Director/CEO
Associate Executive Director Director
Interim Executive Director
BOARD OF DIRECTORS (6) Managing Director
Board Co-Chairperson
Board President FINANCE (12)
Board Member Finance Manager
Chairperson Financial Operations Manager
Board Treasurer Director of Finance
Finance Officer
CHIEF EXECUTIVE OFFICER (5) Fiscal Director
Finance and Business Director
CHIEF FINANCIAL OFFICER (9) Director of Marketing
Comptroller
CHIEF OPERATING OFFICER (3) Controller
COMMUNITY DEVELOPMENT (5) HOMEOWNERSHIP (5)
Community Development Program Manager/Special- Homebuyer Program Director
ist Homeownership Director
Assistant City Manager for Community Development Homeownership Education Program Manager
Operations Community Manager HOUSING (19)
Housing and Planning Director
DEVELOPMENT (4) Housing Counseling Director
Development Manager Housing Development Coordinator
Director of Capital Development Housing Director
Director of Development Housing Manager
Director of Fundraising Housing Project Director
Assistant Director of Housing
COMMUNITY RELATIONS (9) Director of Neighborhood Development/Chief of
Director of Community Relations Housing

Community Services Coordinator



Director of Community Housing Initiatives
Director of Housing and Economic Development

Director of Housing Development
Director of Community Planning
Neighborhood Planner

HUMAN RESOURCES (2)
Human Resources Manager
Director of Human Resources

LEGAL (5)

Director of Legal

Counsel

Deputy Director/General Counsel
Acquisitions Manager/Chief Counsel
Mediation Program Director

LOAN OFFICERS (6)
Director of Loan Programs
Loan Officer

President of Loan Fund
Senior Loan Officer

Director of Credit Operations
Director of Lending

MAINTENANCE (3)
Maintenance Director
Supervisor

OPERATIONS (4)
Director of Operations
Director of Operations/ CFO

ORGANIZING (11)
Organizing Director

Network Organizing Director
Senior Organizer

Community Organizer
Director of Member Initiatives
Member Services Director

POLICY/PUBLIC RELATIONS (7)
Policy Advisor

Policy and Operations Manager
Public Affairs and Policy Assistant
Public Policy Director

Senior Policy Advocate

Director of Public Affairs

Director of PR/Media Relations

PRESIDENT (9)
President
President/CEO

President/Executive Director

PROGRAM DIRECTOR (7)
Program Manager

Supervisor

Senior Program Officer
Program Director

Senior Project Manager

PROPERTY MANAGER (17)
Property Director

Property Manager

VP of Property Management

Real Estate Director

Real Estate Project Manager
Director of Real Estate Development
Site Manager

Director of Portfolio Management

QUALITY MANAGEMENT (2)
Director of Quality Management
Control

REHABILITATION (2)
Rehabilitation Coordinator
Rehabilitation Program Manager

SMALL BUSINESS (6)

Small Business Developer

Small Business Director
Neighborhood Business Manager

SPECIAL PROJECTS (2)
Director of Special Projects
Director of Strategic Initiatives

VICE PRESIDENT (9)
Senior Vice President
Vice President

Regional Vice President
Executive Vice President

YOUTH AND FAMILY (4)

Youth Director

Director of Family and Youth Services
Childcare Director

Food Pantry Manager
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Table 5: General Skills Used to Advance Into Leadership

Positions
Response %
Total
Project Management 29 12%
Advancement Pathways and Management and Su- 29 12%
Recruitment Strategies pervisory Skills
Involvement w/ Outside 28 12%
Respondents identified a variety of skills Community
that people use to advance into leadership Interpersonal Skills 27 1%
positions within CDOs. Communication Skills 25 10%
Advanced Degree 18 7%
Respf)ndinfg organ%zatifons also iqentiﬁed Presentation Skills 17 7%
a Véfl'lety (o) strategles or promotmg pI'O— Finance Background 14 6%
fessional development. .
Housing Development 14 6%
Fundraising 12 5%
Business Writing 11 5%
Other 11 5%
Policy Experience/Back- 8 3%
ground

Promotion of prefessional development within organizations

l On-the job training

M@ Outside training

W Tuition reimbursement

@ Mentorship programs

W Professional development plans for staff

O Encouragement to actively participate
on various community board

[ Multicultural trainings

@ Other (please specify)

Figure 7: Promotion of professional development within the organizations.
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Table 6: Advertisement alternatives to attract In our sample, promotion of professional de-

people of color velopment within CDOs most often occurred
through On-the job training followed closely
Websites 39 20% by Outside training and Encouragement to
Community Newspapers 37 19% actively participate on various community
Ads/notices 26 13% boards. Other areas mentioned were partici-
CIViC OrouDs > 1% pation in conferences and the expectation
o adi g I pt " 5 10; that management will continue to self devel-
on-traditional networking o
channels opment:
Publications whose emphasis 15 8% CDOs use a wide range of advertising strate-
is diversity gies to attract People of Color for leadershi
Professional olrganizations of 13 7% positions.
color
H (o)
Other (.please specify) 9 50/0 Organizations recruit People of Color for
Presentations and programs 7 4% leadership positions in various ways: through
Local houses worship/religious 4 2% the internet, e-mails, networking, special web-
centers sites (Monster.com) and newspapers. The fre-
Ethnic studies departments 3 2% quency of recruitment can vary considerably,
and associations on college ranging from annually to once a month. The
campuses places where organizations most often adver-
Predominantly minority-at- 3 2% tise are websites, community newspapers and
tended colleges/universities ads/notices. Responses categorized as other
None 2 1% included:  industry networking, nonprofit

agencies, personal outreach, sending notices
to area planning schools, temp agencies and
local networks.

Overall, the data indicates a wide range of ad-
vancement and recruiting opportunities pres-
ent themselves depending on the resources of
the organization. The annual operating bud-
gets of responding orga-
nizations ranged form
$65,000 to $20 million.
To explore the relation-

“[We] recruit through broad job listings, personal out-  ship between operating
' : - budgets, ad
reach to wide networks including those of our board 78 * vancemen

opportunities and re-

members, direct recruitment of candidates, internal cruitment strategies, ad-
. 5 ditional research could
promotion. be conducted asking

specifically about how
CDOs budget for these

- Survey Respondent, March 2007  activities.

000000
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Challenges

Survey respondents were asked to identify the
primary challenges to diversifying CDO lead-
ership.

Challenges to Diversify Leadership in Organizations

W Limited pool of people of color in
Mas. w/ appropriate skills needed

B Not enough $ to do more in depth
recruit.

O Unfamiliar w/ non-traditional
netw orking chan.

@ Time

B Other (please specify)

Figure 8 Challenges to diversify leadership in 51 responding organizations.

“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

There are a number of challenges that arise in di-
versifying leadership in CDOs. Our sample of
respondents most commonly referred to other
challenges followed by the perceived limited pool
of People of Color in Massachusetts with the ap-
propriate skills needed and not enough resources
for more in depth recruitment. Responses in the
other category ranged from being unable to cre-
ate additional leadership positions due to budget
constraints, to not having turnover in leadership
roles. The full list of other responses given can be
found in Appendix E, referring to question 17 of
the survey.

Finally, most respondents other feedback on best
practices for recruiting and advancing People of
Color into leadership positions in community de-
velopment. All of these responses can be found
in Appendix E, referring to question 20 of the
survey.



<>

CONCLUSIONS &

RECOMMENDATIONS

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

Many respondents in this sam-
ple reported racial diversity of
leadership that reflects the ra-
cial diversity of their service ar-
eas. However, it is important to
highlight once again, that there
needs to be recognition of who
completed the survey and why
others may not have completed
the survey. After examining the
diversity of leadership in CDOs
in comparison to their general service areas of
city and/or state we found that the data con-
tinues to support the prevalence of diversity
in our sample. Service areas of CDOs range
from the entire state, to cities, to individual
neighborhoods. Therefore, an unimpaired
understanding of the racial diversity of the
services areas of individual CDOs is required
to understand more effectively the alignment
between CDO leadership and service area
demographics.

We cannot say with confidence that these
findings accurately reflect diversity within
leadership of CDOs. Again, service area de-
mographics are unclear. Therefore, our rec-
ommendation is to refine and repeat this
survey, allowing for more time to follow-up
with individual CDOs. In particular, those
who opted not to complete this survey will
need more thorough follow-up including
cultivation of relationships to better facilitate
collection of data.

Beliefs & Perceptions

The most significant finding in this section
was that individuals did not feel that their or-
ganizations valued diversity as much as they
do personally. However, the data indicates
otherwise if we were to look solely at racial
demographics of staff and leadership. We can-
not truly ascertain an organizations commit-
ment to diversity through looking at attitudes
of respondents or the demographics of the
organization.

The gap between staff perceptions and an
organizations actual value system are discon-
nected. Efforts need to be made to more fully
involve staff in the development of organiza-
tional values. Two excellent pathways to this
are offered through The Alliances programs
of The Diversity Compact and the Learning
Initiative. Overall, it is exciting to note that
all respondents recognized the importance of
diversity.
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Leadership Titles

Remembering that with the exception of top
positions, The Alliance does not identify lead-
ers based on their job titles. As seen in our
responses there were 136 different titles list-
ed. Again, an accurate comparison can not be
made between titles and position responsibili-
ties given the data collected.

In order to have titles more accurately reflect
leadership positions with the community de-
velopment field some form of standardization
would be required. Considering the scope of
work that falls in this sector, it would be bene-
ficial to gather more information on titles and
job descriptions to increase the knowledge
about the vast opportunities in this field. This
would entail a separate study.

Advancement & Recruitment

Analyzing the data at face value reveals that
project management, supervisory skills and
involvement with the outside community
were the most commonly cited skills used for
advancement. Interestingly more traditional
credentials such as an advanced degree, busi-
ness writing, finance background or policy
background were not seen as crucial to ad-
vancement. This would therefore indicate
that relationships and interpersonal skills are
more important than the formal credentials or
training that often first come to mind. Many
of the skills used in leadership roles can be
cultivated in other fields, derived from experi-
ence rather than formal training or extensive
community development experience.

The recruitment challenges most frequently
cited were “Other” and the perceived limited
pool of People of Color in Massachusetts with
the appropriate skills needed. Additionally,
adequate time and finances were often report-
ed by respondents. The perception
of a lack of available People of Color
with appropriate competencies may
reflect a lack of knowledge of ave-
nues for recruitment. Our research
has shown that there are in fact
many avenues for identifying candi-
dates of color. These are described in
detail in “Race in Recruitment, Re-
tention and Advancement: A New
Approach for the Community De-

velopment Field.”

Multiple pathways are utilized in
recruiting and advancing People of
Color into leadership positions. Rec-
ognizing the options that are used
the most will allow for development
of tools to facilitate these processes.
Programs currently being imple-
mented by The Alliance such as The
Diversity Compact, The Learning
Initiative and The Community De-
velopment Mentoring Program ap-
pear to be working and should be continued
and grown to further support and encourage
diversity within the sector.



“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

Additional Recommendations

In order to accurately determine the extent
to which CDO leadership is representative of
the organizations’ service areas, it is impera-
tive that racial demographic information on
CDO staff be compared with precise data on
client populations. The Alliance should pur-
sue a two-pronged strategy in collecting data
on racial demographics of community devel-
opment organizations’ service areas:

1. The Alliance should launch an initiative to
encourage its member organizations to gather
demographic data from the clients they serve,
using a standardized methodology that can
be applied uniformly in a variety of CDOs
around the state.

2. Future surveys should incorporate this
practice into the survey instrument design,
asking CDOs to quantify the racial character-
istics of their client base and specific service
area.

In addition, to ensure that the research pro-
vides the fullest picture of diversity in the
field, future surveys

should be designed by

developing a list of statis-

tical information sought,

and then drafting ques-

tions that will provide

these answers. In par-

ticular, questions should

be formatted so that they

yield data that can be

analyzed using quantita-

tive analysis. Recruiting

a survey professional to

the research team would

help to guarantee the

best possible instrument

design.
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Appendix A: Introduction Letter to Survey

The Alliance — Advancing Community Development

< ) by Confronting Racism

Community Development Leadership Survey

January 25, 2007

ADDRESS Line 1
ADDRESS Line 2
ADDRESS Line 3

RE: Community Development Leadership Survey
Dear Mr./Ms. X :

Challenge: Organizations across the sector all face challenges around diversity and there is limited racial and ethnic diversity in the
leadership of the community development field.

Why the study is being done:

The Alliance — Advancing Community Development by Confronting Racism is developing a survey focusing on the degree of
racial diversity that exists in leadership positions at a variety of community development organizations. It has become apparent
that the places in which community development organizations worked were increasingly becoming communities of color, while
leadership remained overwhelmingly white.

A number of studies and surveys of employment in Boston have confirmed the under-representation of people of color (Asians,
Blacks, Latinos and Native Americans) in leadership positions in every sector — in public service, in corporate America and in
nonprofits. However, few surveys have focused on community development organizations. In 2001, focus groups, surveys and
interviews were conducted by the Alliance targeting staff from a variety of community development organizations. Respondents
identified prejudice and racism as among the greatest barriers to the advancement of people of color in the community develop-
ment field, followed by the lack of support and/or mentors, lack of education (i.e. a degree), and lack of career paths and salary
levels.

Purpose of survey and procedures to be followed:

The overall goal of this survey is to assess racial diversity in the leadership of community development organizations; identify the
number of leadership positions and the titles of leadership positions in the community development field; and identify the number
of people of color who are in leadership positions within the community development field. A team of field project students from
Tufts University’s master program in Urban and Environmental Policy and Planning will work with the Alliance to help conduct
interviews, compile survey results, and provide relevant policy and program analysis.

Benefits of the knowledge to be gained:

A model organizational recruitment manual will be developed based on the survey results, focus groups, and a number of existing
resources. The goal is to educate the community development field about issues relating to the recruitment, hiring, retention and
advancement of professionals of color for leadership positions in community development organizations. A copy of the result of
the summary report can be sent to you, if you wish to receive a copy.

The survey should take about 10-15 minutes to complete and the information will remain confidential and will be reported only
as a total group, not as individual organizations. Surveys will be distributed via email the week of January 29, 2007. We would
greatly appreciate your response as soon as possible or by March 2, 2007. If you prefer to complete the survey questionnaire via
phone, a representative from the Alliance will be happy to conduct a phone interview. Please send a response email to schedule

a phone interview or contact Michele Bolduc a Thank you for helping the Alliance increase racial and ethnic
diversity of leadership in the community development field and for fostering an environment that values and represents the racial
and cultural diversity of the communities in which we work.

Sincerely,

Valeska Daley, Alliance Coordinator
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Appendix B: Cover Letter to Survey

The Alliance — Advancing Community Development

< ) by Confronting Racism

Dear NAME,

On behalf of The Alliance: Advancing Community Development by Confronting Racism, I am inviting you to participate in a research
survey to study the degree of racial diversity that exists in leadership positions at a variety of community development organizations
(CDOs). It has become apparent that the places in which CDOs operate have increasingly become communities of color, while leadership
has remained overwhelmingly white. A number of studies and surveys of employment in Boston have confirmed the under-representation
of people of color (Asians, Blacks, Latinos and Native Americans) in leadership positions in every sector: in public service, in corporate
America and in nonprofits. However, few surveys have focused on community development organizations.

Along with this letter you will find a link to a short questionnaire that asks questions about the degree of racial diversity in leadership posi-
tions in your organization. Please follow the link and complete the web-based questionnaire. If you prefer to complete the questionnaire on
paper or via phone interview, please contact the Alliance Coordinator, Valeska Daley, at vdaley@lisc.org or 617-338-0411 x233 and we will
be happy to accommodate your request.

The results of this project will be used to identify the racial diversity gap that exists in leadership positions within the community develop-
ment field. The results of the survey will be useful for community development organizations, staff of color and potential candidates of
color who wish to enter the community development field. The Alliance hopes to increase our understanding of the challenges and best
practices relating to the recruitment, hiring, retention and advancement of people of color for leadership positions in community develop-
ment organizations. Subsequently, we plan to produce a model organizational recruitment manual.

The Alliance guarantees that your responses will not be identified with you personally. The Alliance will not share any information that
identifies you or your organization with anyone outside the research team which consists of the Alliance Coordinator and a team of gradu-
ate students from Tufts University’s Urban and Environmental Policy and Planning Department.

The survey should take about 10-15 minutes to complete and must be submitted by March 2nd. The Alliance hopes you will take the time
to complete this questionnaire and return it. Your participation is voluntary. If you choose to participate, please let the Alliance Coordina-
tor know if you would like a summary of the research findings.

As an incentive, each organization completing a survey will be entered into a drawing for a $25 gift card to Dunkin Donuts or Barnes &

Noble!

If you have any questions or concerns about completing the questionnaire or about being in this study, you may contact the Alliance Coor-

dinator at_ (Follow up phone calls will be made to those who have not responded to email communication).

Here is a link to the survey:
htep://www.surveymonkey.com/s.asp?A=175664367E95201

Thank you for your participation.
Sincerely,

‘The Alliance, Diversity Survey Team:
Valeska Daley, Local Initiatives Support Corporation (LISC)
Michele Bolduc, Corey Kurtz, Rachel Meredith and Flavia Resende, Tufts University Urban and Environmental Planning & Policy Depart-

ment

Please note: If you do not wish to receive further emails from us, please click the link below, and you will be automatically removed from
our mailing list.
http://www.surveymonkey.com/r.asp?A=175664367E95201
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Appendix C: Image of Survey
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Appendix D: Implementation Strategy

Implementation included two phases of survey administration. The first phase consisted of an
initial contact with participants via an introduction letter through e-mails. One week prior to
sending the survey instrument, every participant received an “Introductory Letter” (Appendix A)
introducing The Alliance and the survey. The introduction letter can be found in Appendix A.
During phase two a cover letter (Appendix B) and the survey instrument (Appendix C) were sent
to a list totaling 150 contacts via email or hard copy depending on the extent of contact informa-
tion available. In total, the survey instrument was sent 3 times for all participants with an interval
of one week between each other, the second and third rounds were sent only to those who had not
responded. Follow-up consisted of phone calls to each survey recipient, also up to three times, to
encourage completion of the survey by March 21, 2007. For this task, the Team was supported by
Adam Gibbons. Mr. Gibbons has volunteered to work with the team for The Alliance survey and
has signed a confidentiality contract deemed appropriate by the team and The Alliance.
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