BIGGER THAN RACISM
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How Far Have we Really Come?

Home sellers can discriminate who they sell to
Right to segregate neighborhood

Favor laws against intermarriage

Whites negative

racial attitudes Blacks should go to separate schools

Whites born with more ability

R ———,——,,—_[e"| (e RE—,——————— 2020
Civil Rights Act 1964, Voting Rights Act 1965,
Fair Housing Act 1968 Source: Trends in Racial Attitudes Institute of Government and Public Affairs, University of lllinois
S
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How Far Have we Really Come? (cont.)

\\
CALLBACK

Blacks need to apply for 36%
more jobs to get the same
number of callbacks as Whites,
Hispanics need to apply for
24% more jobs.

Source: Lincoln Quillian.
Northwestern University. 2017.
Meta-analysis of field experiments
shows no change in racial
discrimination in hiring over time

Persistence of Racial Discrimination in U.S. Hiring

IPR sociologist Lincoln Quillion finds hiring discrimination in the United States has not declined over time

The researchers conducted
a meta-analysis of:

yAl

studies of hiring
discrimination
since 1990

Whites receive

36%

more callbacks than
African-Americans
on average.
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Relative callbacks (White/African-American)
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Trends in hiring discrimination against African-Americans over time

Trend for studies from:

1990-2015

In locking at the relative
callbacks received by whites
and African-Americans, the

researchers find “striking

stability in discrimination
against African-Americans”
5] from 1990-2015.
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How Far Have we Really Come? (cont.)

Percent of Workers in Management
U.S. Firms, 1971-2018
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Private-Sector Employers with 100 Workers (60M workers in 2011) Inclusion October 2021
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Chances of being
managers at any level
6% for Black men and
7% for Hispanic men,
almost no progress in
40 years.
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How Far Have we Really Come? (cont.)

Representation by level, by race,'% of employees

Hispanic/Latino ” 8 6 5 6 B 6 | 18% of workforce
employees =~ 18 " “ 6% of workforce
13 7
| 15 - - 3
Asian empluyees
Other employees
of color®

White 0| 60% of workforce

employees

Black
employees

Source: McKinsey Race in the
Workplace 2021

Il 13% of workforce

3
4
I | | |
12

Frontline Frontline Entry Manager Senior VP?  SVP* Executive Board
(hourly) (salary) level manager of directors

!June 2020 snapshot, aggregated data across 23 companies. 2Other employees of color include Native Hawaiian or Pacific Islander, Indigenous (eg, Aboriginal,
First Nation, Native American), and people who identify as two or more races. *Vice president. *Senior vice president.

Source: Participating company data set; Race in the Workplace report, 2021; McKinsey analysis (more explanation of analysis methodology discussed in the A
technical appendix); average representation calculated as an unweighted average of representation by demographic group at participating companies
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Racism (negative ideas about; they are inferior)
PI‘EjUdiCE (negative feelings toward; | don’t like them)

Discrimination (negative actions against; | won't hire them)

S
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Deepen Understanding of Racial Inequity

IT’S BIGGER THAN
RACISM . Q.

(prejudice, discrimination)

Structural Structural
Racialization Dlsadvantage Advantage

THE RACIALIZED weain /\ / 75%

and Criminal

SYSTEM Hei"fh Jus ice Racial Bias

Jobs and Income l

Social == Housing

network Segregation

Education

S
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The Racialized System produces and sustains

racial inequities with or without Racism.

S
Making Racial Equity Standard Operating Procedure Racial Equity Group



1600’s Virginia

RACIALIZATION

1865
Reconstruction
Post-Slavery

and Civil War
Black 1870 U.S. Census
Codes White, Black, Mulatto,
Chinese, Indian
1910
exclusionary
1896 U.S. zoning

Supreme Court A= by cities

separate but "}
equal = 1905

racial restrictive

POLITICAL covenants  fOUSING
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RACIALIZATION

process of structuring society with people classified by racial
categories, establishing racial ingroups (identify belong to)
and outgroups (identify others belong to), social practices and
becoming a racialized system.

RACISM

Segregated
public facilities policies and practices throughout a society that
: ? intentionally harm (e.g. deny, exclude) a racial
Segregate & ‘OUD.
housing and Jroup

schools  EDUCATION
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Politics shapes everything.

But some groups are “politically powerless”

S
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Evidence from the Political Structure

2019: Demographics of Political Power

ensus ecte icials ﬁ'EcﬁTIVE
. e DEMOCRACY

OF COLOR CAMPAIGN

4%

At 30% of the population, White
men hold 62% of elected offices at
the local, state, and federal level

WOMEN
OF COLOR

I =

MEN
OF COLOR

7%

MEN
OF COLOR

Throughout this report, with the exception of "In America's Big Cities, Women Are Making Mayoral Inroads, ' our
findings refer to data at the federal, state and county levels. Additional data on cities is available at Whol eads.Us.
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place (where you live) matters,

(n a racialized society, place is linked to race

S
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Evidence from the Housing Structure

Black-white segregation in US metro areas
2013-2017*

@
Milwaukee (79.8) .
@ : ‘: Boston (65.0) vs. (80) in 1980

at BROOKINGS

Las Vegas (39.5) ® O 0o
O ' ot o

,‘

B Metropolitan Policy Program

® O
o O
@) | ; _
@ O \ / Measuring Segreqgation

S > ‘
23 | = ® High: >60
~  Segregation Index** O o @ N
5 . ) o Moderate: 30 to 59
5 @70100 5 o oderate: 30 to
£ 60-69 4 ?
E :50-59 | . Low: <30
5 5 © Below 50
5 F Lower segregation by 5 or more points
ET  since 2000

vea

51 metro areas with populations exceeding one million and with black populations exceeding 3 percent of metro
population (metro area names are abbreviated)
« Segregation Index is a the dissimilarity index which represents the percent of blacks that would need to relocate
to be fully integrated with whites across metropolitan neighborhoods
A value of 100 indicates complete segregation; a value of O equals complete integration (See values for all metro
areas and further details in Table A). P
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Evidence from the Housing Structure (cont.)

Figure 1. Race-ethnic makeups of metropolitan areas, and neighborhoods of different groups
2000 and 2015-2019

Neighborhoods of:
. : . Blacks and Hispanics live in
Metro Average white** Average Black*™ Average Latino Average Asian EelelTsereens St 2y
lations* resident resident or Hispanic resident | American™ resident g . :
popu majority Black and Hispanic.

Asians live in neighborhoods
that are majority White and
Asian.

Whites most segregated of all
racial groups, living in
neighborhoods that are 71%
White

2000 2075- 2000 2015- 2000 2015- 2000 2015- 2000 201 5-
2019 20719 20149 2019 2019

m \White* m Black** m Asian American*™ m Latino or Hispanic = Other**

* Combined population of 100 largest metropolitan areas B Me[mpﬂlitan Policvy Program
** Pertains to non-Latino or Hispanic members of racial group at BROOKINGS .

Source: William H Frey analysis of 2000 Census 2075-2079 multiyear

American Community Survey.

o
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Evidence from the Housing Structure (cont))

TABLE 2 Whites living in 90%+ Extreme Affluent in
white tracts very high income tracts
Number Pct Number Pct
Atlanta 234952 8.7 48.177 46.7
Baltimore 402,080 24.8 37,088 48.7
Boston 1,483,586 43.5 71,452 442
Chicago 805,054 15.5 81,669 38.2
Detroit 1,227.760 42.1 30,933 48.0
Houston 32,352 1.4 68.006 51.9
Los Angeles 47.304 1.2 109,385 35.6
Miamu 167,338 8.6 25,312 26.4
Mimnneapolis 978,526 37.8 30,491 40.0
Philadelphia 1,151,049 29.7 67,332 46.4
Phoenix 285,152 11.6 27,126 433
St. Louis 1,148,885 54.4 23.166 52.0
San Francisco 18,286 1.0 92.003 46.4
Seattle 201,790 8.6 33.166 36.7
Washington DC 176,791 6.5 166,294 60.8
Sample average 557,394 19.8 60,773 44.4

Extreme Affluent = income = $200.000

Source: ACS

Edward Goetz, University of Minnesota, Racially
Concentrated Areas of Affluence: A Preliminary

Investigation 2017
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Boston metro : 43.5 percent of Whites live in
census tracts 90% or more White and median
household income four times cost-adjusted
poverty level for MSA. 77 RCAAs most
nationwide

Boston= Boston MSA Cambridge-Quincy, MA-NH; Essex
County, Middlesex County, Norfolk County, Plymouth
County, Rockingham County, Strafford County, Suffolk
County
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Why are we segregated by race/ethnicity

in where we live?

S
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Evidence from the Housing Structure (cont))

1st Racial Restrictive Covenant, Brookline MA 1855

- ject to the following restrictions and con@\/iz: that the said Bean his heirs

and assigns shall mevererector pface upon said land any building or part thereof which
shall be used for the trade or calling of a butcher currier, tanner, varnish maker, ink
maker, tallow chandler soap boiler brewer, distiller, sugar baker, dyer, tinman, working
brazier, fou der_smith ¢ brick maker n@lon by any negro or@or

‘ or for any noisy nauseous or offensive business
trade whatsoevernor occupy said lot for these or any other purposes which shall tend
to disturb the quiet or comfort of the neighborhood....”

..... LANIE NI L ¥ WIVIVEYT CRAMEGREDy 17}

/ra ey, du&/lw Cogan Eahen, b
¥

| vol. 9, No.4.  Seattle, Wash,, Thurs,, Jan. 15, 1048~ b fiiniet o Sl gy

Useriedd Lade whalteevey noyoce

a0 Fot Lo Il--.. - - a7 ’ » 9 r u/(j, \Map o£ Ghetto Page 3

Source: Ken Liss, Brookline MA Historical Society, 1855 deed from Amos A. Lawrence seattle I s BII hted B
to Ivory Bean for the house that is now 47-49 Monmouth Street. '

L
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Are you familiar with “warning out?”

Boston metro-area Towns

S
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Evidence from the Housing Structure (cont.)

24, The town of Lincoln, for example, began "warning out"
black families 10 years after its incorporation as a town.
Sdee Town Records of Lincoln, Mass., 1757-1762.

-

The new black population did not £ind itself in socially
neutral territory. The early history of the Boston area shows
that local communities had long practiced the "warning out" of
black families who had established residence, where community
representatives or selectmen would confront klack families
whom the town believed would become public dependents and warn
them to move out of town.24 It was in Boston in 1849 where

The Boston Urban Foundation survey of the black community
in 1967 indicated about 30 percent of those surveyed were

interested in finding residence in the suburbs.?? The Boston ‘many Boston Blacks were afraid
1 o
Survey report in 1969 also reported that 37 percent-of Boston's treatment of kids, not welcome and
blacks would be looking for housing in the suburbs 1f they had being accepted”
to move.953 - - : 9 pted.

Source: 1975, Boston's Road to Segregation, Massachusetts Advisory Committee to the U.S. Commission on Civil Rights
and the Massachusetts Commission against Discrimination

S
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Evidence from the Housing Structure (cont.)

During the 1950's, the more affluent towns near the road

responded to the possibility of inmigration by enacting large-

'.let zoning ordinances. ‘This had.an additional effect on the
already rising land values. ~Towns like Lincoln and Weston,
threatened with a massive inrush for single-family housing

. on their graceful stretches of farmlandy were among the first
to protect themselves in this way. For other towns like |
Waltham, 128 answered the need.for an improved tax base, and
.they -set about zoning for industry; some towns, including-
Lexingten, did botH almost simultaneously. ]

AI%hOugh“qommunities acecommodated the higher ﬁopu}étiqp )
‘densities, it became inereasingly difficult to build new
housing for the low- and moderate-income group without special

Y - 1 — -

Source: 1975, Boston's Road to Segregation, Massachusetts Advisory Committee to the U.S. Commission on Civil Rights
and the Massachusetts Commission against Discrimination

S
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Evidence from the Housing Structure (cont))

> Redlining: policy adopted by Federal
government 1934 (FHA). blue and green meant
safe to invest for banks and government

> Red was high risk. Yellow was declining (Blacks
and non-Whites)

> Map colors became appraisal system based
on racial and nationality demographics and
shaped investment and de-investment,
quality of housing, conditions

Source: Mapping Inequality, https.//dsl.richmond.edu/panoramay/redlining/

Making Racial Equity Standard Operating Procedure Racial Equity Group



Evidence from the Housing Structure (cont.)

Si;'attle @ i ®
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; !
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Source: Mapping Inequality, https.//dsl.richmond.edu/panoramay/redlining/
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Map does include all cities with racial restrictive covenants, HOLC
only created maps for cities with populations of 40,000, however
redlining and restrictive covenants may have still occurred

(e.g. Albuquerque, New Mexico)
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Racism was intentional, but evolved from

explicit to more discreet.

S
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Evidence from the Housing Structure (cont))

“Can you eliminate colored people
in the zoning plan?”
“l wish we could, but every decision of the courts
makes it extremely dangerous to suggest anything
about race in a zoning ordinance. Certain kinds of
zoning districts eliminates most of the colored people
by setting requirements above what they can afford.”

George B. Ford, leading zoning administrator in the U.S., founder of Technical Advisory Group
Source: Freedom to Discriminate, Gene Slater, 2022

S
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A neighborhood’s new anti-Section 8 rules will push

many Black residents out of a North Texas suburb
E THE TEXAS TRIBUNE
Landlords in Texas don't have to accept renters who receive federal housing assistance, but a

Black families make up 93% Denton County community is taking it a big step further: making most of the town off limits to
of the 157 households with Section 8 tenants.

Section 8 vouchers living in

Providence \/illage who may BY JOSHUA FECHTER JULY 21,2022 5 AM CENTRAL

be evicted.

COPY LINK REPUBLISH
L i




Schools

a'rEN ECN WEATHER INVESTIGATIONS VIDEOS ENTERTAINMENT POLITICS BUSINESS NEWSLETTERS We I I e S I ey S u p e ri nte n d e nt 0 n Ra Ci St
LOCAL Email Sent To Teacher

Superintendent David Lussier said the community has work to do to make sure
incidents like this don't happen again.

Massachusetts High School Investigates Racist Facebook @ srovsesracnoao
Messages Posted Thu, Mar 7, 2019 at 3:54 pm ET | Updated Thu, Mar 7, 2019 at 3:58 pm ET
By Caroline Connolly « Published September 1, 2016 f w =

BOSTON'S MORNING NEWSLETTER

In wake of Wellesley incident, e

Mass. high school sports official

calls racist slurs a persistent | o
bl [ ASHLAND SOURCE | Government | Metrowest SOURCE | Real Estate | Socialjustice ] State & Federal Government
problem

Mass Attorney General's Office Settles Section 8

Discrimination Cases in Ashland, Boston, Canton &
Wellesley



Within this context of significant racial inequality, perceptions of racial
discrimination among the region’s most disadvantaged groups—African Americans and
Hispanics—remain very high. This finding emerges from a poll of over 400 African
American and Hispanic adults m Metro Boston. Our major findings:

e FEighty percent of African Americans and half of Hispanics 1 our poll say that
racial discrimination in Metro Boston 1s a somewhat or very serious problem.

e Extremely high shares of minorities—especially African Americans—believe that
fear of resident antipathy prevents members of their group from moving into
communities around the region. Almost 70 percent of Hispanics and an
overwhelming 85 percent of African Americans believe that members of their
group miss out on good housing because they fear they will not be welcome 1n a
particular community.

Source: Metro Boston Equity Initiative,
We Don't Feel Welcome Here: African Americans and Hispanics in Metro Boston, 2005



Racism Created Structural Advantage and Disadvantage

RACIALIZATION

1913 Federal agencies job segregation**

1934 FHA/VA $120 1935 Wagner Act, segregated unioes in
1910 " . workplace reserve best jobs for Whites
1896 U S. i e billion new housmg . - -
Supreme Court onin (98 percent to Whites) 1944 G.1. Bill, $95 billion ($1.4 trillion today)
separate but 5 citiegs ‘redlining” for 16 million mostly White veterans*
equal TIT Y @ *College degrees, business and home loans
— 1905 Segregated W *90,000 scientists, 450,000 engineers,
racial restrictive housing and *14 Nobel Prize winners,
POLITICAL ©©V€Nants  gousing M99 gpucaTION ECONOMICS  +3 5 preme Court Justices, 3 Presidents, 12 Senators
AND JOBS . Teachers, 70k Doctors,

*Ed Humes, Over Here: How the G.I. Bill Transformed the American Dream 240k Accountants. 1 million Lawvers
** Eric Yellin, Racism in the Nation's Service ' Y
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Compounding of Structural Advantage and Disadvantage

SECOND LEVEL ‘ > Structures (escalators) distribute
EDUCATION _. advantages and disadvantages based on

STRUCTURE how people are “situated” or positioned in
, - social structures

Structural Advantage

FIRST LEVEL ‘ < the advantage of a racial ingroup throughout
) society, resulting from racism, that produce and
HOUSING <o sustain inequities without racism or racial
\ STBUGTUBE ) discrimination.

e==

N~ e
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Waich what happens to this penny over thirly days!

Day 1
Day 2
Day 3
Day 4
Day 5
Day 6
Day 7
Day 8
Day ¢
Day 10
Day 11
Day 12
Day 13
Day 14
Day 15

$.01
$.02
$.04
$.08
$.16
$.32
$.64
$1.28
$2.56
$5.12
$10.24
$20.48
$40.96
$81.92
$163.84
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Day 16
Day 17
Day 18
Day 19
Day 20
Day 21
Day 22
Day 23
Day 24
Day 25
Day 26
Day 27
Day 28
Day 29
Day 30

Compounding of Structural Advantage

$327.68
$655.36
$1.310.72
$2,621.44
$5.242.88
$10,485.76
$20,971.52
$41, 943.04
$83,886.08
$167,772.16
$335,544.32
$671,088.64
$1,342,177.28
$2,684,354.56
$5.368,709.12
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Compounding of Structural Advantage and Disadvantage (cont))
Median Family Wealth by Race/Ethnicity, 1963-2016

$200,000

$171,000

$150,000

$100,000

1983, white families
$50,000 held 8x more wealth
$47.655 than black families

$2,467
$0
1963 '83  ’89’92'95’98°'01'04’07’10°13’16

$200,000
$171,000
$150,000
$100,000
1983, white families
$50,000 held 11x more wealth
' $47.655 than Hispanic families
NONWHITE o - $20,920
%0 il HISPANIC
1963 ‘83  ’89'92'95’98°01°04'07°10°13°16

Source: Urban Institute calculations from Survey of Financial Characteristics of Consumers 1962 (December 31), Survey of Changes in Family Finances 1963, and Survey of Consumer Finances

1983-2016.

Notes: 2016 dollars. No comparable data are available between 1963 and 1983. Black/Hispanic distinction within nonwhite population available only in 1983 and later.
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RACIAL BIAS

RACIALIZATION

—

POLITICAL HOUSING

Making Racial Equity Standard Operating Procedure

“emergent effect”

-
/|

EDUCATION

BIAS
APATHY

IDVLINVAQY 1VHdN1LIONYLS 40 S1D034413

ECONOMICS
AND JOBS

EFFECTS OF THE
RACIALIZED
SYSTEM

automatic mental

associations that categorize people,
inform conscious thoughts, and
shape interactions and decisions.

CRIMINAL

JUSTICE
P
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What does an administrative assistant look like?

What does a CEO of a corporation look like?

S
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Racism and Sexism Structured Workplaces, Biases Maintain the

CUnited States® Partners  Researchers  Educators  Survey Respondents News NAICSCodes Jobs AboutUs Cor
en— Bureau Topics Data& Maps Surveys & Programs  Resource Library Search data, events, resource

Recognizing Nation's
2.78 Million
Administrative
Professionals

A\
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Racism and Sexism Structured Workplaces, Biases Maintain the
Structure

E E ® Signin Home News Sport Reel Worklife Travel Future

R E E L Home Found in Translation History Science World

This is the face of the average US
CEO. | . "Relative to their participation in

the state’s labor market, White men
are overrepresented in executive
jobs in every state”

Donald Tomaskovic-Devey & Eric Hoyt,
University of Massachusetts

S
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Racism and Sexism Structured Workplaces

3 Jobs—Male Interest

| ———

Momt. Treoinee

ARE YOU i
. FRUSTRATED? i

1 ¢
or bored with your present surround- PﬂOTJ ra
g :':‘gsp::e?ﬁ;‘wco‘tli? fLr;ghls now rhlg?ndq 9 pher
t wont to er the > §
;?mrga r?ruos‘;?etsls world. Morketm;eg':é Experienchd halftone op-
otlonal  work—could | : !
to management If you auallty scﬁg erator, Cdlor process de-

per week if you meet imi » P 3
requirements. Must ngugb:i;el;gnuggr\g sirable bk not essential.

immediateely, For interview, wmr.| | E i H
A(;nes. 281-8398. Incentive bcsisc%'xlvé‘:é-, :xce”enf ”Orkmg Cond“

Jobs—Male Interest

Jobs—Female Interest

Engraving

:AA:IIIS\ZEMENT and manoqement; ﬁons' Mo =i DOanOWn
trainees for food commissary, pre-| | Shop. Da “ghf hours, 9 Be acting receftionist for this|,

llent vacatio famed physiciard] as you greet |
n 5 g

“but not necessary. Remuneration | . | TR atients, answer §phones, arrangel;

determined by exoerience cad quail- ho"dd\’- < hospuraixza- so:oin?meﬂi’i Z handle ":;"%li

fications. Immediate openin in| | +;
various parts of the country senql | Tion benefts. Phone 39]- typing and corrgspondencs. Call

fer age over 2]. Education-thinkers
ond doers. Selling experience desired| | T 5. Exc

e mm o -

resume and- i 5 . : . :
;)]n ';elcnvcort:n;cg?gll?e?;:Iné%;m?:j 4"350 for ersonal, COnﬂ- now for personall interview. 39I-
, Press. dential inferview. 2855. AMERICRN BUSINESS

| ¢

: MAN CENTER, INC. f24 PENN AVE.|

Be the secretary = VAWAces Ariecalt Eravars: | 0 Conkout A |
MEDICAL FECRETARY |

executives fight for  » o soo o o . .
- AIRLINES X 70-Get Out RIPRAP
- e } Rockereaers (49 GPC,RL,
NEED

nefits—no traveling, Write H 420,

ress.
TRAIN AT HOME!

k== HOSTESS

f==g= RECEPTIONIST
f=g=— RESERVATIONIST
f=sfe—= TICKET AGENT

...even if you don’t write a line of .shorthand!
MANAGCER

perfenced retail men's wear and
otwear. Local chain,” excellent op-/ !
rtunity. Apply_ Joseoh B. Green- PHARMACIST

i
PP E i ~l

Free booklet tells how Stenotype — the amaz-
ing machine shorthand — can make you the
big-pay “super secretary” that every man
wants. You can learn Stenotype easily — at
home — without leaving your present job!

HERE'S A LOT MORE glamour in a secretarial

job than the pencils and notepads of old-fash-
ioned shorthand! A lot more money too!
Even if you've had no previous shorthand expe-
rience, you can be a whiz with Stenotype. Here’s
the reason why:
Stenotype is a marvelous little machine that does
the work for you—takes shorthand faster, easier,
and more accurately than you could ever manage
with “hooks” and “curves.” It’s like typing, only
simpler. Everything comes out in printed English
letters, easy to read back. It helps you do a job
you’ll be proud of.
When you’re a Stenotypist, you can say goodbye
to dull routine. You’re somebody special. You’re
wanted for conferences, conventions, legal pro-
ceedings. Every day is a happening, with you in
the center of things.

------------- A\

- " . ‘ ] - - - - | I
Making Racial Equity Standard Operating Procedure Fascinating Airline Careers Open for Women! Rackal Exlity Group
Romance! Adventure! Travel! Good Pay!



Racial and gender discrimination policies created
structural advantage and disadvantage
for “best” and “worst jobs” for 100 years (1865-1964).

As a result, racial and gender biases emerge

and maintain inequities

S
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Biases in Action

BIAS APATHY BIAS AGAINST

(discrimination) (discrimination)

Positive beliefs for ingroup

Seeks out ingroup Unconcerned or indifferent toward Negative beliefs against outgroups
Provides insider information outgroups Avoids outgroups
Uges itusice Does not provide similar or equal help Uses influence to exclude
Offers direct opportunity to outgroup members Social interaction insults and incivility
High quality opportunities to perform Lower quality opportunities to perform Denied job interview or offer
2 Highly favorable performance ratings Less favorable performance ratings Excluded from opportunities to perform
288 Provided sponsors and visibility Provided mentors not sponsors Unfavorable performance ratings
High expectations, assumed competence Lower expectations, surprised by Assumed inferiority, no concern, or empathy
Receives benefit of doubt competence and high performance Harsher punishment for violations

Absence of Help or less favor Harm or unfavorable

A
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STRUCTURAL ADVANTAGE OF SOCIAL NETWORKS

Table 2. Racial and Ethnic Composition of American Social Networks

Percentage of

Network That All White Black Hispanic Asian
Is... Americans Americans Americans Americans Americans
White 0.71 0.92 0.15 0.33 0.27
Black 0.10 0.02 0.77 0.05 0.02
Hispanic 0.10 0.02 0.03 0.53 0.03
Asian 0.04 0.01 0.01 0.02 0.63
Multi-Race 0.03 0.02 0.04 0.06 0.05
Cther 0.01 0.00 0.01 0.01 0.00

B [ | I Survey Center
=/ on American Life
.
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“70 percent of the jobs held over a
lifetime, found from family, friends,
or someone providing inside
information, awareness of a job
that was not public, using influence
to help, or offering direct
opportunity.”

Source, Nancy DiTomaso, An American Dilemma, "How Social
Networks Drive Black Unemployment."

PN
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RACIAL BIAS

RACIALIZATION
“emergent effect”

1865
Reconstruction

iO9VLINVAAQYVY 1VHdN1IONYLS 40 S1234413

racial biases emerge from structural
advantage/disadvantage and systematically
reinforce racial inequality

Post-Civil War T
THE RACIALIZED - (G&&ES
Black 1870 U.S. Census SYSTEM
Copes White, Black, Mulatto,
Chinese, Indian
1910 1934 FHA/VA $120
1896 U.S. exclusionary billion new housing
Supreme Court zoning (98 percent to Whites) 1944
separate but S by cities redlining G.I Bill
equal 11 {@?'
— 1905 Segregated & 1935
racial restrictive housing and Wagner Act
covenants schools ECONOMICS
POLITICAL HOUSING EDUCATION AND JOBS
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unfavorable actions against racial out-
groups that harm or negatively impact
wellbeing.

favorable actions for racial ingroup

members that help, offer opportunity,
use influence, and positively impact
wellbeing.

Absence of equal favor for racial
outgroups, as for racial
ingroup members.

CRIMINAL

JUSTICE
P
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How Town’s Create More Inclusive Communities

» Conduct equity audit to identify where
“Inequities” or disparities resulting from
structural advantage and biases, exist and
establish baselines using data driven approach

> Review Town policies and practices that may
unintentionally sustain inequities

> Survey to understand lived experiences of all Town
stakeholders (e.g. residents, visitors) disaggregated by
race/ethnicity, gender, sexual orientation and others

> Understand best practices for advancing DEl

> Establish DEI action plan based on equity audit
findings

> Transparency: report goals and results to all

stakeholders
P
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Identify which concepts enlightened you and why.

Continue to share and discuss with others.
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Disclaimer

CONFIDENTIAL AND PROPRIETARY

This program and framework, including any supporting materials, is owned by Racial Equity Group and is for the sole use of the Racial Equity Group clients or other
intended recipients. This assessment may contain information that is confidential, proprietary or otherwise legally protected, and it may not be further copied, distributed
or publicly displayed without the express written permission of Racial Equity Group © 2023 Racial Equity Group LLC. All rights reserved.

LEGAL DISCLAIMER

Racial Equity Group is not engaged in legal, accounting or any other professional services. Racial Equity Group disclaims liability for any damages, claims or losses that
may arise from any errors or omissions in these materials, whether caused by Racial Equity Group or its associates, or reliance upon any recommendation made by
Racial Equity Group. Please consult with your human resources, general counsel and legal team.
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