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"For much of my life, I have recognized race as a
force in my own life and in our society...and while
... Tacism is not the only factor contributing to the
diminished capacity of ALL people, and especially

people of color...it is THE factor which so many

people of power and authority fail to effectively
recognize, understand and/or address...

I agree with so many esteemed Austin voices from
throughout the community suggesting that this
time, like no other recently, our city, state and
nation call for us to exchange in a, deeper racial
truth, promote intra and inter-racial healing and
foster greater social, educational and economic
well-being.

Never have I had such an extraordinary
platform...a combination of high level professional
authority and a deep personal conviction to not
only name this societal challenge but mobilize self
and others to address it. ...I am leading the city in
learning how to recognize, understand and
address racism at its various levels: personal,

institutional, structural and systemic.”

-Mayor Adler, March 2017
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Defining Industry Culture

4.2.1. We recommend more institutions adopt social justice practices in their mission and are held
accountable to upholding those practices

4.2.2. We recommend the City of Austin develop an equity score card from data made available through
the federal and/or state regulatory bodies that oversee financial institutions to ensure racial equity
in financial practices based in Austin.

. We recommend all companies evaluate their policies through this equity lens in order to
address the lack of trust from communities of color.

4.2.3. We recommend a wide-spread, deliberate and community-focused campaign to be led by banks and
other financial institutions in collaboration with local community groups to help foster trust within
communities of color. Topics should include navigating bank accounts, savings, investing and
lending.

Ensuring Accessibility to Services

4.2.4. We recommend the City of Austin identify trusted partners to engage communities of color and
identify barriers to accessing financial services.

4.2.5. We recommend physical branch locations are dispersed throughout the city and offer an option of
lower denominations available through ATM transactions where possible.

4.2.6. We recommend financial institutions increase transparency and consistency of the requirements to
open an account.

4.2.7. We recommend employers consider auto-enrollment for employees in company sponsored 401(k),
health savings accounts, or other savings accounts or vehicles that require employees opt-out
instead of opt-in.

*  Ensure advisors bear fiduciary responsibilities at company-sponsored programs
where appropriate.

4.2.8. We recommend employers offer banking days at the office to register new employees for accounts
while ensuring the chosen banks adhere to select standards (low fees, fiduciary responsibility, etc.).

4.2.9. We recommend employers consider alternatives to paying new hires with checks such as offering a
pre-paid debit card to eliminate the need for predatory check cashing where appropriate, or
offering on-site check cashing to reduce check cashing fees.

4.2.10. We recommend employers encourage company leaders to host seminars on investing,
benefits, and retirement savings. This can intersect with Employee Resource or Affinity Groups
that work to identify employees who have been systemically excluded in the past.

4.3. Access to Employment
In their 2013 “Business Case for Racial Equity” report, the W.K. Kellogg Foundation and Altarum Institute
outline their case for racial equity’s link to a more productive workforce:
“Whether as employees or as self-employed entrepreneurs, a well-educated, healthy, and diverse workforce is essential for
improving economic efficiency and competing in a global marketplace. Healthier workers have fewer sick days, are more
productive on the job, and cost less in health care benefits.

The job opportunities of tomorrow will require a higher level of training and education than those of today. The U.S.
President’s Council on Jobs and Economic Competitiveness bas identified strengthening education as a top priority for
preparing the American workforce to compete in the global economy. The Council found that 3.3 million jobs go
unfilled becanse the potential workforce does not have matching skills or training, and that by 2020 there will be 1.5
million too few college graduates to meet employers’ demands. A more diverse and inclusive workforce brings with it a
better understanding of cultures and potential new markets around the world and a greater variety of perspectives,
leading to more innovation in products and services. Research has shown that businesses with a more diverse workforce
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Belzefs:

have more customers, higher revennes and profits, greater market share, less absenteeism and turnover, and a higher
level of commitment to their organization.”

We believe that racial diversity and inclusion is a key to success in a diverse marketplace and provides
inherent business value.

We believe that all levels of institutions and companies should reflect the makeup of their
communities, including boards, suppliers, employees, and executives.

We believe that appropriate targets for inclusion and diversity are reflective of customer target base.
We believe that many employers are doing well with diversity, but not with inclusion resulting in the
institutional exclusion from upper management of employees of color.

We believe that all employment policy has either a positive or negative effect in equalizing economic
prosperity among racial lines.

We believe that employers lack awareness of how their policies help or hurt their employees as
divided along racial lines.

We believe that poor levels of inclusion of employees of color at the highest management levels
greatly contributes to a gap in racial wealth.

We believe that equal economic opportunity is beneficial to the US economy and profits for
companies in all sectors.

We believe that racial wealth gaps due to institutional racism and systemic inequities drive social and
economic uncertainty that is disruptive to business of all sectors.

We believe that no individual or company benefits when others are worse off due to institutional
racism and systemic inequities.

We believe that fear of personal consequences can create a culture of silence among employees of
color.

We believe that discussing race and implicit bias openly in the workplace will help mitigate current
levels of racial exclusion.

We believe that employment opportunity and mobility is divided among racial lines due to
institutional racism and implicit bias, despite regulations.

Universal Representation:
Every aspect of a company should strive to be as representative of the community it serves. Company

composition should reflect the community they serve and be racially diverse at all levels including suppliers,

employees, executives and board members.
4.3.1. We recommend employers educate employees about implicit bias and how to talk about race,

including a discussion of the role of white privilege.

4.3.2. We recommend employers are trained on merit-based pay for new and existing employees, utilizing

a candidate’s holistic experience and qualifications to determine job grade and salary.

4.3.3. We recommend employers support Employee Resource or Affinity groups to support career

progression to provide skills and career progression.

4.3.4. We recommend financial institutions commit to hire a diverse workforce that reflects the

communities they serve and implement racial bias training for every employee.

4.3.5. We recommend employers anonymize résumés to remove racial identifiers including names in their

hiring process.

4.3.6. We recommend employers be open to non-traditional credentials by:

=  Hiring for potential
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* Including community colleges, certifications, and associates degrees in recruiting
pools
® Hiring employees with cultural extracurricular activities and volunteerism in their
résumé
4.3.7. We recommend employers market their commitment to diversity and inclusion in their recruiting
materials.
4.3.8. We recommend the City of Austin encourage, rather than mandate, inclusive and diverse hiring and
leading by example through:
= Establishing internal equity metrics:

e Determine goals
o  (Collect data to establish baseline

e Use equity as evaluation criteria for all City of Austin business including but
not limited to internal audits, supplier contracts, hiring, land use policy, city
sponsored tax breaks, board & commission annual internal review, etc.

Pay Equity
In this section, we define diversity as hiring employees with racial diversity in mind; and zue/usion as ensuring
that a company’s top leadership reflects the racial makeup of the customers and community they serve.
Employers should create pay policies with equity in mind, understanding that even “fair” pay does little to
correct institutional racism played out before employees reach their companies. In order to address this issue,
we offer the following:

4.3.9. We recommend employers evaluate disaggregated compensation data to evaluate pay for existing

inequities along racial lines.

*  We recommend employers rectify any racial disparities in pay that are found in a
timely and equitable manner, both for current and future employees

4.3.10. We recommend employers differentiate between diversity and inclusion and measure both in
their companies.

4.3.11. We recommend employers actively create inclusive spaces for all employees by committing
to cultural consciousness and recognition of barriers that exist on a systemic and institutional level.

*  Examples include professional development offerings on soft skills and networking
opportunities through affinity groups

4.3.12. We recommend employers cultivate a culture of advancement through advocating for and
assisting its employees to navigate the promotional process.

*  Consistent policies to promote career advancement opportunities and pay

*  We recommend employers strive for transparency in communicating their pay
ranges with employees

4.3.13. We recommend employers use experience to determine pay and pay grade.

*  When companies hire based on previous salary, it disproportionately impacts
communities of color as often, they are consistently underpaid compared to their
white counterparts. Hiring based on previous salary perpetuates disparate treatment
in pay and systemic inequalities, preventing financial stability and growth.

Workforce Pipeline:
Best in class companies manage all facets of the HR process, including- access to talent, recruiting, selection,
hiring, pay, retention and promotion.
4.3.14. We recommend companies include appropriate diversity goals along with quality goals for
every employee.
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4.3.15. We recommend employers spend substantial and effective effort in outreach and
recruitment at minority serving institutions*and professional associations.

4.3.16. We recommend employers foster the creation of social cohorts that promote upward
mobility.
4.3.17. We recommend the City of Austin lead by example by making it easier to hire and explore

creating an “Austin Area Jobs Database”.
= This database must offer postings for a range of skills and experiences, including
low-skill and trade work that typically engage in project-by-project contracts.
4.3.18. We recommend the Office of Economic Development create a database that costs 50%
compared to other leading job boards.
*  Create accompanying skills database that interacts with other job training /
unemployment avenues.
4.3.19. We recommend the City of Austin create an “Economic Mobility Center of Excellence” that
provides an annual overview of best practices.
®  Share these best practices with all employers
*  Encourage employers to share data even if it is abstracted / aggregated without
company names to create realistic baseline and measure industry progress.
4.3.20. We recommend the City of Austin make it easier to bring in Co-ops, Interns, and
Apprentices by>:
*  Maintaining a database in partnership with Greater Austin School Districts (AISD, PISD,
MISD, and DVISD) of students seeking co-ops and internships. This database could be run
by the same pool of students looking to participate.

Accountability & Mandates - redress institutional racism through adoption of best practices
4.3.21. We recommend the City of Austin utilizes its workforce to lead by example and promote
these policies by institutionalizing equity:
= Institutionalize equity at the City of Austin in all levels of operation, led by the City Auditor
®  Partner with chambers and other organizations to incentivize growth of minority owned
businesses and build matrix that prefers high-performing minority businesses over non-
diverse ones
4.3.22. We recommend the City of Austin adopt the recommendations given in the Business
Disparities in the Austin Texas Market Area prepared for the City of Austin” and applicable
components of the study prepared for the Austin Independent School District® to improve
minority and women business contracting in Austin, TX.

4 Profile of Minority Setving Institutions in Texas: https:/ /www.tgslc.org/pdf/HSI-HBCU-Summaty.pdf

5 From NACE, "Diversity Recruiting: Formal Programs, Target Groups, and Sources" |

http:/ /www.naceweb.org/s01132016/ diversity-recruiting-program-benchmarks-2015.aspx; From NACE, "Building a Diversity
Recruiting Strategy: Emphasize Commonality, Inclusion Over Differences" | http://www.naceweb.org/s04062016/diversity-
recruiting-strategy.aspx; From NACE, "Paid Interns/Co-ops See Greater Offer Rates and Salary Offers Than Their Unpaid
Classmates" | http://www.naceweb.org/s03232016/ paid-unpaid-interns-offer-rates-salary-offers.aspx

6 City of Dallas Internship program is a potential model for success: http://www.dallasnews.com/news/education/2015/07/30/350-
students-in-dallas-mayors-internship-program-soak-up-the-world-of-work

;

http://www.austintexas.gov/sites/default/files/files/Small Minority Business/disparity/NERA COA Disparity FINAL 151217.p
df

8 https://www.austinisd.ore/sites/default/files/dept/bond/NERA AISD Disparity FINAIL 151026.pdf
http://www.ev.com/uk/en/home/national-equality-standard---standards
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5. Civil & Criminal Justice
Summary

People of color are over-represented in the criminal justice system and are on unleveled footing in the civil
justice systems. Due to systematic oppression, people of color are unable to use our court systems as means
of protection or justice.

We believe the civil and criminal justice systems are institutionally biased and their negative impacts begin
eatly in the life of people of color. The omnipresent and reliable school-to-prison pipeline feeds children of
color into the prison system. As children of color grow into adult-hood, the tactics (and reasons thereof) of
law enforcement push them further into the more punitive side of our justice system. The person of color is
further extinguished by the lack of resources regarding courts themselves. Lastly, after a life of “othering” and
mistreatment that may result in mental illness, people of color find themselves with few viable alternative
avenues of success.

In order to combat these negative consequences, the Criminal & Civil Justice Committee was charged to identify
and acknowledge institutional racism that results in disparities in treatment and outcomes; the Committee was
further charged with developing comprehensive and sustainable strategies that will transform community,
courts, and law enforcement relationships and foster mutual respect.

The Criminal & Civil Justice Committee focused its efforts on five topics within the Criminal and Civil Justice
sphere:
1. Schools and Juvenile Justice, in which the Committee believes inequities may be eliminated by:
=  Effective trainings, partnerships and investments.
2. Law Enforcement, in which the Committee believes inequities, may be eliminated by:
= Increased accountability and transparency.
= Improved continued community engagement.
* Improved continued education and training.
3. Civil and Criminal Justice Courts, in which the Committee believes inequities may be eliminated by:
= Fliminating the penalties, fines, and enforcement for jail-able offenses that lead to “debtot’s
prison.”
= Collecting data on defendants, prosecutors, and courts to determine any biases that are
recorded to ensure fundamental fairness.
* Enhancing access for defendants and Litigants including the creation, enhancement and
provision of continued support for language accessibility, and
= Continuous study and support for community resources as to further assist self-represented
litigants.
4.  Mental Illness/ Substance Abuse, in which the Committee believes inequities may be eliminated by:
= Providing greater access to mental health and substance abuse resources and treatments.
5. Miscellaneous Issues related to Criminal & Civil Justice Reform may be eliminated by:
= Expanding the access to re-entry for Previously Incarcerated Individuals,
*  Dismantling barriers that exist that impede PIIs from obtaining government vitals, and

®  Job training for previously incarcerated individuals and discrimination training for employers.
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https://nces.ed.gov/programs/coe/indicator_csc.asp
http://www.sfccho.org/wp-content/uploads/2016/09/Filtering-Fallacy-Infographic-Final-Web.pdf



http://www.klru.org/blog/2015/07/austin-revealed-pioneers-from-the-east-the-sing-family/
http://www.sahousingtrust.org/
https://hbr.org/2017/02/diversity-doesnt-stick-without-inclusion
http://kirwaninstitute.osu.edu/wp-content/uploads/2014/05/ki-implicit-bias-discipline-cs02.pdf
https://hhs.texas.gov/about-hhs/process-improvement/center-elimination-disproportionality-disparities/texas-model-a-framework-equity
https://hhs.texas.gov/about-hhs/process-improvement/center-elimination-disproportionality-disparities/texas-model-a-framework-equity
http://www.austintexas.gov/edims/document.cfm?id=102063
http://altarum.org/publications/the-business-case-for-racial-equity
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